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Abstract 
HOSPITALITY GRADUATES: AN EMPLOYABILITY MODEL 
ABSTRACT 
The purpose of the study was to model the relationship between entry 
qualifications, the nature of curriculum, academic performance, professional 
training, exit qualifications and employability for hospitality graduates. The 
research design involved three strands of surveys: Student Data Survey, 
Educators Survey and Industry Professional Survey. In the first strand, the study 
examined the academic performance of 1139 students entering the School of 
Management Studies for the Service Sector (SMSSS), University of Surrey in UK 
and the Faculty of Hotel and Tourism Management (FHTM), University Teknologi 
MARA in Malaysia using database records for three years of entry. The second 
strand involved a survey of educators at SMSSS and FHTM to explore their 
perceptions on the nature of curriculum and employability of graduates, and the 
last strand seeking the hospitality industry professionals' in UK and Malaysia 
perceptions on the competences and recruiting criteria that they perceived most 
important. 
Descriptive statistics, correlation analysis, `t'-tests, and regression analysis are 
used to analyse the data. Generally, at the 0.05 significance level, the results 
shows that entry qualification of the graduates of University of Surrey (UNS) and 
diplomates of University Teknologi MARA (UiTM), was not significantly related to 
academic performance and employability. However, a strong correlation was 
found for UiTM degree holders. A relationship was detected between the nature 
of curriculum and academic performance. Professional training was a poor 
determinant of success and employability. Exit qualification measured as class of 
degree enhanced graduates' employability. However, industry perceived 
academic credentials and performance as moderately important. Graduates 
were perceived as competent upon graduation. Recruiters considered personal 
(self) development and communication as crucial. At the same time, the results 
revealed that technical (operation) and functional competences are equally 
crucial in developing future managers. 
Since this was the first ever study of the relationship between academic 
performance and employability of hospitality graduates for UK and Malaysia, 
some suggestions were proposed for the institutions, educators and industry to 
further help nurture the employability of graduates entering the world of work. 
The outcomes of this study led to the development of an employability model for 
hospitality management graduates. The model can be applied in the ongoing 
evaluation of performance and employability in hospitality management 
education programmes. 
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Chapter 1: Introduction 
CHAPTER I 
INTRODUCTION 
1.1 Introduction 
Tourism is an important component of the Malaysia economy. In 2001, 
Malaysia recorded 12.8 million tourist arrivals, which was a 28 percent increase 
since 2000 (Tourism Malaysia, 2002). This corresponded to the forecast made 
by the World Tourism Organisation that international arrivals would rise from 
700 million in the year 2000 to 1.6 billion in 2020 (WTO, 1998). Over the years, 
Malaysia has registered steady increases in tourist arrivals and continued 
growth is expected, with a target of 20 million tourists set for 2005 (Tourism 
Malaysia, 2002). Set against this background of growth, there has been a 
parallel expansion of hotels and foodservice operations to meet the needs of 
the tourism industry and the inevitable demand for hospitality services. 
The rapid growth of international tourism in Asia and the Pacific over the years 
has generated not only income for the countries involved, but also enormous 
employment opportunities (Goldsmith and Zahari, 1994). Employment in the 
tourism industry in Malaysia is quite high. It is reported in 1999 that the total 
direct tourism employment rose 22 percent from 113,819 to 138,943 (Tourism 
Malaysia, 1999). In 2000, the majority of hospitality employees are Malaysian 
(Tourism Malaysia, 2002). This is in contrast to the situation of two decades 
earlier when employers had an over reliance on expatriate management in key 
jobs. It was the practice to recruit managers, senior executives and executive 
chefs from abroad (Goldsmith and Zahari, 1994), while locals filled only lower 
level positions. 
Given the importance of the hospitality industry as an employer in Malaysia, 
research into employability in the industry has a practical relevance. The 
government commitment through the introduction of the hospitality 
apprenticeship programme under the Human Resource Development Council 
(HRDC) in 1996 (HRDC, 1998) and the introduction of undergraduate courses 
at UiTM one year earlier reduced the so called lack of co-ordination (Goldsmith 
1 
Chapter 1: Introduction 
and Zahari, 1994) between the industry, training institutions and Government. 
This had led to the establishment of a trade skill standard that universally 
recognised hospitality criteria of excellence (HRDC, 1999; Goldsmith and 
Zahari, 1994) 
Rationalizing this, the inspirations to conduct this research study were based, 
first, on the researcher's background as an educator in Malaysia within a 
school of hotel and tourism, and on his concern over the graduate employment 
outcomes. Second, the fact that Hospitality management education in Malaysia 
is relatively new compared to the United States, United Kingdom, and is 
seeking to adopt and learn the best from the two leaders. Malaysia has taken 
the steps that the United States and United Kingdom had done more than fifty 
years ago (Fuller, 1983; NEDC, 1991; McCain and Rappole, 1996), that is to 
educate and nurture future managers. Finally, the emergence of Southeast 
Asia region, where Malaysia is located, as a fast growing destination in the 
world tourism markets was also influential. 
The inclusion of University of Surrey (UniS) and University Teknologi MARA 
(UiTM) in the study was based on the fact that: 
1. the researcher registered as a postgraduate researcher at UniS 
because of UniS's high international reputation as a centre for 
hospitality and tourism education and research 
2. the researcher was an academic staff member at UiTM and his 
study was sponsored by the institution therefore the selection is for 
the institution's interest and will make a contribution to the 
development of hospitality programmes at the institution 
3. there is a first hand advantage of convenient access to individual 
student data at the institutions from being a researcher and an 
academic staff member 
4. both institutions share the same characteristic, that is being the 
pioneer in hospitality programmes in their own country 
5. it is the first step for the study before embarking into a wider and 
broader perspectives in the future involving more institutions, 
cultural diversity and country of origin. 
6. UniS had some forty years of experience in conducting degree 
programmes while UiTM had only 7 years 
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1.2 Importance of the Study 
Times and people are changing. The life styles and the way people 
communicate with each other are changing too. These and many more 
changes in the way we live are shaping the world in which we work and the 
skills with which we need to compete (Fantetti, 1987 p5). " 
Years ago, many school leavers could secure entry-level jobs in the service or 
manufacturing industries, assuming that they had at least mastered reading, 
writing and arithmetic (Lowe, 1990). Today, education and experience are 
essential. Meyer-Dohm (1990) stressed the fact that the importance of 
education in one's life can never be over emphasized. It is the chief vehicle for 
life preparation- Education provides the necessary background to prepare a 
person to cope with modem life. Since work is one of the phases of life, 
education for work preparation is equally important. 
"Better preparation in education for working life is an important way of 
facilitating the transit ons to stable and satisfying employment. 
Employers and employees benefit from good job preparation in terms of 
obtaining, keeping and changing jobs (Van Loon, 1981 p7). » 
Many questions have begin posed about the relevance of education to the world 
outside the classroom; whether students are acquiring the skills necessary to 
cope with the demands of a highly technological society, and whether 
educational institutions are developing a workforce capable of contending with 
the intensity of real-life work situations. These questions relate directly and 
indirectly to the relationship between education and work. What kind of 
education and preparation contributes to the overall readiness of a graduate 
entering the world of work? 
The notion that it is desirable for graduates of universities and colleges of 
further and higher education to be employable at the end of their education has 
become a basic tenet in many areas such as in education, training, psychology 
and human resource management (Rynes & Gerhart, 1990). For example, 
questions concerning employability have provided much impetus for research 
in the graduate labour market (Fenton, 2000), higher education and the World 
of work (Teichler, 1999a, 1999b), education and training (Mutch, 1998), skills 
and competences (Hughes, 1999), occupational psychology (Rynes & Gerhart, 
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1990; Kluytmans & Ott, 1999), job performance (Taylor, 1986), job security 
(Basile, 1997; Garavan, 1999), learning partnerships (Clarke, 1997; Hughes, 
1999) and lifelong learning (Teich{er, 1999a; OECD, 2000). 
As the United Kingdom (UK) Further Education Development Agency 
(FEDA)2000) reported, there is little consensus on how to conceptualise, 
measure, or explain employability. This is not a surprise since suggestions and 
models for employability are still not clearly articulated, and the potential 
number of models that can be generated by researchers appears limitless. 
Researchers now are nearing a greater commonality of understanding of 
`employability' and are extending that through contingency approaches on its 
conceptualisation (Hughes & Stoner, 2000). 
However, they are still limiting themselves to examining the impact of skills 
towards employability in broad general terms covering areas in terms of the 
role of governments and other associated bodies, the role of Further Education 
(FE), and the role of employers (Hughes 2000) and their applicability across 
various professional fields. Some of the analyses have neglected the pre- 
employment component concerning qualifications, academic performance and 
progression at Higher Education (HE) level, and the supporting HE curricula. 
These pre-employment components might appear as being narrow in 
themselves, but by considering them, a systematic measurement could be 
developed, and the focus on obtaining a reliable assessment measure might be 
achieved. 
The above debate will help answer some questions about graduate outcomes. 
For example, if students do well on their course, how is this related to their 
entry and exit qualifications? Nov are graduate outcomes related to their 
academic performance and progression? Does f have any relation to their 
personal attributes and demographic background? To what extent do their 
entry qualifications relate to their exit qualifications and subsequent job? How 
true are the remarks that eniploy+ers stilt value students' skills and personal 
traits more than academic grades and academic reputations? How true is the 
belief that having employability skills and competences increase the probability 
of career success? 
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Entering the new millennium, the need to establish a culture of lifelong learning 
has long been recognized (Basile, 1997; Rainbird, 2000; OECD, 2000), and the 
requirement for employment preparation has become increasingly important to 
students and institutions (Martin et al, 2000). Therefore, it is not surprising that 
institutions have focused on equipping students with the required education 
and transferable skills (Bailey, 1990). Transferable skills have become 
increasingly discussed in relation to the adaptability and employability of 
workers. 
With these matters in mind, it is important and relevant to analyse and measure 
the preparedness of students for employment as they enter the world of work 
from their educational institutions. Such an evaluation will obviously benefit 
future students as well as informing the providing institutions in their efforts to 
maintain continuous improvement in provision of courses. At the same time it 
should help to improve the match between the skills of graduates and the 
requirements of industry. 
By the same token in recent years there has been increasing focus on the 
employers' perceptions and beliefs about students' employability as they enter 
the commercial world, which includes the qualifications, competences, and the 
personal qualities that the employers value. The connection between learning 
providers i. e. FE and HE, and employers is vital since education is becoming 
more useful in the world of work. 'The more knowledge becomes a productive 
fog, the more higher education is expected to contribute to the economy and 
society (Teichier, 1999a p285). " These joint efforts or "learning partnerships" 
(Hughes, 1999; FEDA, 2000) provide essential platforms in achieving 
employability. 
1.3 The Relevance of the Research 
The justification for the relevance of this research lies in two directions. First is 
the employability research per se and the current issues related to graduate 
employment and work, and the second relates specifically to the study of the 
employability of hospitality graduates. 
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1.3.1 Understanding Employability 
As postulated earlier, although the term employability has been the subject of 
various explorations, there is still little consensus on the meaning of 
employability (Hughes, 2000). Requoting the UK's Confederation of British 
Industry's (CB1) definition from FEDA (2000 p3), employability means "the 
possession by an individual of the qualities and competences required to meet 
the changing needs of employers and customers and thereby realise his or her 
aspirations and potential work" The idea of `potential work' includes the gain of 
initial employment capacity, the ability to stay in employment, and the ability to 
get new employment when it is required (Hiilage & Pollard, 1999 in FEDA, 
2000). 
Employability can be interpreted differently by different groups of people. From 
the occupational psychology point of view, employability is continual "upskilling" 
and lifelong learning (Rynes & Gerhart, 1990; OECD, 2000). It is the security of 
the future and the certainty that current job functions would increase the 
opportunities for work in the future. It promotes a new psychological contract, a 
collaborative relationship between employees and employers (Basile, 1997; 
Kluytmans & Ott, 1999) where employees seek to retain the ability to obtain 
work and employers will in return create opportunities to realise the employees' 
ambition. 
Figure 1.1: Components of employability 
. Ale 
knuw- 
how aua ABU 
Employability 
Willingness to be Know-how of the 
mobile. labour market 
Source-- YJU)Imans &. OtL 159) 
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Within the working setting, Kluytmans & Ott (1999) illustrated a model (Figure 
1.1) on the components of employability. They claimed that the know-how and 
skills are applicable in whatever situation, whether within or outside the 
organization or branch. With any changes in the structure of the organisation or 
any job disappearance, they said that the employee must be willing and have 
the opportunity to move around to enhance their skills and at the same time be 
adaptive to changes. The adaptation to changes is an attribute of labour market 
know-how, since regular exchange of information through networking and being 
current increases one's employability, as one knows how to present oneself. 
On the graduate labour market side, employability is viewed as work 
preparation, job readiness, and work know how. (Hughes, 2000; Fenton, 2000) 
In the area of skills and competences, employability includes transferable skills 
(Bailey, 1990; Hughes,. 1999), basic skills, personal skills, social skills, creative 
skills (Hughes, 2000; Hughes and Stoner, 2000) and life skills. Looking from 
the education and training perspective, employability is visualised in terms of a 
learning partnership (e. g. sandwich programmes), which includes vocational 
skills, generic skills, job specific skills, foundation skills (literacy and numeracy), 
core skills, and key skills (Berkley, 1995; Clarke, 1997; Hughes, 2000; LSDA, 
2000). 
To Harvey (2001, p98), employability means `the propensity of the individual 
student to get employment'. He argued that the contribution to that propensity 
is not clear. In answering the question `What is it that employable graduates 
have that others do not', Harvey believed that it is not so much in term of skills, 
but it is the attributes, qualities and dispositions as well. Holmes (2001, p98) 
points out, `what appears to be as employability in the final year course might 
not translate into workplace effectiveness. ' 
Hughes & Stoner (2000, p14) commented in summary that employability is not 
only about employment preparation, but ".. 
the transfer into employment from education and training 
the progression in employment 
adapting to change 
the transfer of skills from one setting to another 
7 
Chapter 9: Introduction 
" development of skills at work, and 
" transition from periods of unemployment to employment. " 
As practise in the UK, employability is ascribed to higher education institutions: 
league tables, for example, rank institutions on the basis of the employment 
rates of their graduates (Taylor, 1986; Harvey, 2001; Woodley and Brennan, 
2000). 
Harvey (2001) discusses the attempts made to measure graduate employment 
rates in assessing institutional employability effectiveness through a `magic 
bullet model of the impact of higher education on employment. According to 
him, it is implicitly assumed that the higher education institution provides 
employability-development opportunities that enable the graduate to develop 
employability and get employed (see Figure 1.2). 
Figure 1.2: `Magic bullet' model. 
Employability 
development 
opportunities 
Graduate 
Employability 
Employment 
Source: Harvey, 2001 
In another model (Figure 1.3), Harvey (2001) explained that besides the 
opportunities provided by the institutions, other factors like previous 
experience, extracurricular activities, career intentions, quality and availability 
of the employability experience are integral to the student. These employability 
skills are considered partially contingent on what is provided by the institution. 
Furthermore, according to Harvey, it is the employers who convert the 
employability of the graduate into employment. 
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Fi ur 1,3: Higher du i tnsti ion Employability Indicator 
Graduate 
Employability 
Experience 
development and extra curricular 
opportunities Lactivities 
Emptoyabi ity Employer 
A000* 
Recruitment 
procedures 
Source: Harvey, 2001 
Undeniably, higher education institutions provide a range of employability- 
development opportunities for students including development of attributes, 
self presentational skills, encouraging to learn and awareness to continue 
learning (Harvey, 2001). It was suggested that an alternative approach in 
measuring the institutional employability effectiveness is by auditing the extent 
of employability-development opportunities made available to students within 
the institution that identifies the work-experience opportunities and the attribute- 
development opportunities explicitly embedded in the curriculum, including job- 
seeking and job-getting skills. 
Harvey (2001) argued that aggregating the employment outcomes of graduates 
from institutions or parts of institutions is not an indicator of institutional 
employability. It is not an indicator of the assistance the institution provides in 
the employability of the students. Knight (2001) commented that the UK 
government's assertion that new graduates employment rates are a good 
indicators of institutions' contribution to employability is implausible, unsound 
and unfair. In this respect, employability is being construed as an institutional 
achievement rather than the propensity of the individual student to get 
employment (Knight, 2001). Any evaluation of employability needs to indicate 
areas for internal improvement and not simply the ranking of institutions 
(Harvey, 2001). 
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In summary, the above debates on employability encompass within three 
areas, (1) the preparation for work, (2) the employment progress in work, and 
(3) assessing institutional employability. The first view correlates with the 
context of this study in which employability is looked at as the outcome of the 
stages of education, with the main agenda being the preparation of students for 
employment. It is the process of transition from education and training to 
employment, where the students were exposed to the real world through 
professional training, which is the groundwork for the adaptation to changes, 
and a vehicle for the transferability of skills from one setting to another. The 
components of the employability concept are described later in the chapter. 
1.3.2 Current Issues of Graduate Employment and Work 
Holding to the definitions of employability as the employment in work and the 
preparation for work, it is pertinent to look at the current debates on the issues 
of graduate employment and work. Three relevant debates are highlighted on 
the grounds of, (a) the growing concern about economic globalisation 
(Teichler, I999a; Jarvis, 1999; Brand, 2000), (b) the skills gap between industry 
and education system (Woodley and Brennan, 2000; HCTC, 1994a), and (c) 
the flexibility of working environment (Hughes, 1999; Morley, 2001). These 
discussions provide the background of this study in relation to the higher 
education curricula, the graduate employment outcome, the generic versus job 
specific skills, and the qualifications. 
First, Teiehler (1999a) looked at the graduate employment outcome from a 
global point of view. Teichler (1999a) reported that in the Organization for 
Economic Cooperation and Development (OECD) community, there are some 
concerns about: 
. the non existence of a systematic and undisputable yardstick for 
assessing the employability of graduates; 
. the scarcity of systematic information on the impact of curricula, 
graduates skills, job performance and careers towards graduate 
employment and work, and 
10 
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" the challenge faced by higher education between fostering generic skills 
and providing specific knowledge. 
Second, Woodley and Brennan's study (2000), looking directly into the United 
Kingdom graduate employment and revealed that: 
" there is a skills gap between the needs of industry and the outputs of 
the education system. 
" employers see graduates as a way to cost-effectiveness, in which they 
expect the graduates to have received a broad education rather than 
being trained job specific and so require less internal training. 
Finally, Hughes (1999) reported that 
" employers believed that future employees need flexible and easily 
updated work skills within which any adoption of the latest technology 
by the employers, would quickly be adapted to by the employees, 
" there is dissatisfaction within the qualifications on offer in the 
development of human resources, 
" in the fast changing, knowledge-driven economy, a balance between 
the development of specific and transferable skills is required. 
As mentioned earlier these discussions provide the background of this study in 
relation to the higher education curricula, the graduate employment outcome, 
the generic versus job specific skills, and the qualifications. 
1.3.3 Hospitality Graduates 
The term graduate in the study refers to the ex-students who had graduated 
and were no longer enrolled and not to be mistaken with postgraduate students 
or graduates (of any institution) attending employment related short courses. 
Why study hospitality graduates? As mentioned earlier, there is a considerable 
amount of literature discussing the issue of graduate employment and work 
transitions in general, (see Teichier, 1999a; Woodtey & Brennan, 2000; Fenton, 
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2000, Hughes, 1999), accounting (Maz Ainy, 1999), business marketing 
(Borde, 1998), engineering (Backs and Sanders, 1998) and nursing (Andrew, 
1998). Unlike other disciplines, which are more established and better 
developed with a long history of knowledge accumulation (Soh, 1996), 
hospitality has a fundamental problem which is its relative immaturity in 
academia as a field of study (Soh, 1996). Its shallow base of knowledge often 
renders it inferior added with the complex nature of the industry (Wade, 1999). 
As Go (1990, cited in Soh, 1996, p65) put it, `the integration of the diverse 
groups in tourism industries (where hospitality is said to be) has been hindered 
because the industries do not have a common product and are linked only by 
the shared customer, the tourist'. So much so, there is little agreement between 
government, industry and academics as to what actually constitutes the 
hospitality disciplines (Cooper et at, 1994), therefore, the needs of training and 
education activities are difficult to be identified comprehensively (Soh, 1996) 
thus, potentially hindering the educational provision. 
Some obstacles that have slowed down the educational provision in hospitality 
are specific to the various participants i. e. the hospitality industry itself, the 
employers and the students or graduates. Firstly, the general image of the 
hospitality industry is pervaded by low pay and wages, exploitative and 
degrading work conditions (NEDC, 1991; Soh, 1996; HCTC, 1994b; Doherty, 
2002), high employee turnover, offering few opportunities for skills acquisition, 
promotion, training, qualifications and career advancement (Esichaikul and 
Baum, 1998; HCTC, 1994a). Cooper et al (1994) commented that as a 
profession, the hotel industry is perceived as possessing narrow prospects 
which require a set of specific skills with low levels of substitution, and that it is 
mostly followed by low-achievers. A report by the Council for the Hospitality 
Management Education (CHME) expressed concern over the poor image in 
term of poor pay in some jobs and some sectors, the very long working hours, 
the perception of age discrimination and the immature development of equal 
opportunities programmes (Doherty et al. 2001). "The industry's poor image 
impedes educated people from pursuing careers in the hospitality and tourism 
industry` (Escihaikul and Baum, 1998 p361). 
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However, in the UK the scenario seems to be enlightened by the 
CHMEIHEFCE latest report (Doherty et at. 2001) that there are many positive 
aspects to graduate careers in hospitality i. e.: 
" Excellent career opportunities offered in all sectors of the industry 
" Fast progression is available 
" Unit and multi-unit opportunities are available 
" Functional specialisms can be developed, and 
" Clear career route can be followed. 
Second, there is an inevitable lack of understanding on the part of employers of 
the benefits of education. Soh (1996) pointed some barriers such as; 
" lack of recognition for qualifications in the positioning of graduates upon 
employment (also pointed out by NEDC, 1991). 
" lack of career prospects due to weak labour market. 
" lack of want to employ graduates with little practical skills. 
Employers filling entry-level positions value applicants' skills and personal traits 
more than universitiy grades, college reputations, or membership in 
professional associations (Geissler and Martin, 1998), as compared to 
engineering (Backs and Sanders, 1998) and accounting (Maz Ainy, 1999). 
Employers in the hospitality industry could not compete with other industries as 
well as competitors in the same industry who were offering higher salaries and 
more favourable working condition (Goldsmith and Zaharn, 1994). 
Third, when hospitality operations acquire new managers from hospitality 
management institutions, these formally educated graduates come 
fundamentally equipped with inert knowledge (i. e. definitions, principles, and 
concepts) about the hospitality industry (Feinstein and Mann, 1998). Common 
curriculum requirements in hospitality provide students with good 
understanding of the formal techniques associated with the specifications of a 
product, costing of a menu, rules of safety and sanitation, concept of business 
marketing and the like (Feinstein and Mann, 1998; Knutson and Patton, 1992). 
However, although most graduates have extensive personal experience, they 
typically do not have a great deal of understanding in real-life application. 
Furthermore, Okeiyi, Finley and Postell (1994 p38) state that hospitality 
13 
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students are inadequately prepared in some of the skills needed to succeed in 
the hospitality industry. " 
Moreover, the experience obtained through placement in the industry may be 
inadequate in preparing the graduates to deal effectively with many situations 
they will encounter in the job. The skills needed to understand the dynamic 
nature of hospitality operations are typically learned through brief training 
periods where the trainee works alongside hourly employees or shadows a 
manager (Woods, 1990; Feinstein and Mann, 1998). 
Stemming from this, the learning needs of students, industry expectations, and 
rapidly changing technology require hospitality management education (HME) 
institutions to use active learning strategies in conjunction with technology to 
educate the workforce (Spears, et at. 1998). Since today's students are more 
technologically advanced, demand an active/cooperative learning environment, 
and tend to be more visual learners than past generations, HME institutions 
need to focus frequently on active learning strategies and not on 'hypothetical 
and unrealistic examples' (Umbreit and Diaz, 1994). 
As future managers, hospitality graduates need to debate thoroughly, reflect on 
and evaluate the issues and perhaps as a result become a convinced industry 
catalyst. Their learning outcomes must ensure that they are critical, objective, 
well informed and analytical about the subject matter as well as being aware of 
good practice and underpinning knowledge (Wade, 1999). Working for a 
sustainable future requires more than tinkering with existing systems and 
demands a rethink in the approach to business practice and management. 
Finally, where do hospitality graduates go? Johns and McKechnie (1995) 
reported that only 50 percent of graduates choose careers within the industry. 
What happened to the other 50 percent? Thus, a study on their academic 
performance, attributes, education and employment outcomes is inevitable. 
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1.4 Research Aim and Objectives 
1.4.1 Aim 
It is postulated that the nature of the education and training of students will 
influence their employability. Thus, the purpose of undertaking this study is to 
investigate the possible relationships between pre-entry qualifications, 
academic performance, professional training and perceived competences and 
ultimately, employability, or in this context the students' level of preparedness 
for employment. An evaluation of these factors could be used to develop and 
refine the curricula in hospitality schools, and the nature of any integrated 
professional training / internship or `stage'. 
The detail of the study examines various facets of the experience which 
constitute the educational and training process and analyses the possible 
relationships between them and employability, measured by level of first job 
achieved and the selection criteria used by employers. 
1.4.2 Interim Objectives 
In order to achieve the aims of the project as described above, the objectives of 
the study are to investigate the possible relationships between the nature of the 
curriculum, the student performance as measured at various points, and the 
students' employability after graduation. 
The factors to be examined include: - 
The relationship between entry qualifications and performance on the 
programme, final assessment and employability. 
" The influence of the degree of specificity in the hospitality industry 
oriented curricula (i. e. ) the balance between specific functional aspects 
and general management subjects, upon students' employability. 
. The relationship between academic performance and progress, and 
students' employability 
. The relationship between practicum or professional training, and 
employability. 
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" The relationship between students' personal attributes and culture, skills 
and competences, and employability. 
9.4.3 Mapping sentences 
The basic postulation of aims and objectives are reiterated below in the form of 
a mapping sentence to provide an integrated framework for the study. 
"The employability (dependent variable) of the hospitality graduate (with 
age, gender, national origin, entry-qualification as subject variables), 
having completed higher education* at a certain level, (intervening 
variable) depends upon the nature of the curricula, academic 
performance, professional training, and competences acquired 
(independent variables. )" 
*Level of higher education i. e. Diploma or Bachelor 
1.5 Conceptual model 
Figure 1.4: Proposed Graduate Employability Model 
Graduate Employability Model 
Input Process Output Oqtcome 
To provide a working definition of the relationships between the variables, a 
conceptual model (Figure 1.4) of the graduate's employability was constructed 
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to give a clear picture of the processes the graduate has experienced. The 
model illustrates the various components that the study examined. 
In terms of the Input, it is assumed that students will have undergone formal 
schooling for about 13 years and have taken the examinations administered by 
the national examination bodies or boards. From this they will have obtained 
the qualifications necessary for entry to specific programmes, in this case the 
hospitality management programmes, which lead to the award of a first degree, 
higher national diploma, or diploma in the universities or colleges of further and 
higher education. 
Within the Process, which is categorised as the higher education experience, 
the students having gained admission to the universities or colleges of further 
and higher education, will follow the institutions' curricula, and attend the 
programmes of modules and courses, which are designed to equip them with 
the knowledge and skills, both for life and for work. 
Looking into the nature of the curricula, evidence shows the existence of 
specific type curricula and generic type curricula, which have been designed to 
influence the students' employment preparation. Specific type curricula are 
perceived to be more functional, operational and industry oriented, while the 
generic type are perceived to be more business and management oriented. 
It is usually assumed that students with good entry qualifications will exhibit 
higher academic performance, when compared to those less well qualified. In 
establishing the connection with the world of work, professional (industrial) 
training during the academic year is considered to be valuable. This 
professional training is assumed to make a contribution to the improvement of 
students' academic performance during their final year. 
The Output might be seen as the awards or qualifications students obtain 
based on their achievement in the programme at the relevant level of higher 
education. The acquisition of skills and competences from the programmes' 
course and learning experiences, and professional training in the industry are 
assumed to increase the students' employability based on a better 
understanding of the programme, the nature of the world of work and the profile 
of the industry. 
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It is also presumed that mature students who have had working experience 
prior to their enrolment in the programme are at an advantage over their 
colleagues who started fresh from secondary school, 
As an outcome, it is usually assumed that students who performed well during 
their academic year, and were awarded a degree or diploma in accordance 
with their level of excellence, will easily secure a job of a certain level in 
industry. Within the nature of the labour market, a good job is usually 
associated with a good salary. A measure of how accurate these general 
assumptions are, will be revealed by this study. 
1.6 Structure and Contents 
This study is concerned with exploring the employability of the graduates within 
the context of hospitality management education. The structure of the 
discussion of the literature applicable to this thesis is given in Figure 1.5. 
Chapter 2 explores the literature associated with the early education and entry 
qualification of students. The national education systems of Malaysia and 
England are reviewed to obtain a better understanding of the nature of the 
systems, the formal schooling, the qualifications and assessments, the levels 
and types of education, and the general admission requirements into the 
universities or colleges of further and higher education. A comparative analysis 
reveals the similarities and the differences of the two systems, with particular 
reference to general structure and nature of the higher education related to 
`hospitality studies' and students' demographic background r 
Chapter 3 reviews the literature regarding higher education in the context of 
hospitality management education (HME). A comparative review of HME 
between the UK, USA and Malaysia is provided. A brief introduction on the 
profile of the institution, the University Teknologi MARA, and using the 
University of Surrey as the benchmark are also discussed. 
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Chapter 4 explains the nature of the curricula currently used in the hospitality 
management education programmes. It also looks into the literature related to 
the academic performance of students, which is measured at four different 
points i. e. in the first year, in second year, in the professional training year, and 
in the final year, in relation to their employability. An overview of how 
professional training might enhance the students' understanding, and the part it 
might play in the student's overall employability is examined. 
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Chapter 5 focuses on the level of qualifications awarded to the students upon 
completion of their study, and further elaborates on the acquisition of 
competences through the higher education process. Details are given in 
describing the concept of competences and the relationship with employment. 
Chapter 6 provides an exploration of the labour market with emphasis on job 
and salary levels, the industry's perceptions of employment criteria and the 
relationship between education, qualifications and employment. 
Chapter 7 describes the methodology developed for the empirical research in 
the study. A model was constructed to depict the process and provides a 
presentation of the methodology employed, the sampling process, construction 
of the questionnaires, administration of data collection, the analysis process, 
and the administration of the validation process. 
Chapter 8 presents the findings of the primary and secondary data collected 
from all the methods employed. The analysis process was conducted using the 
Microsoft Excel program and Statistical Package for Social Sciences (SPSS). 
The findings are provided mainly in the form of correlations among the 
variables. The testing models include correlation matrix, and regression- 
analysis. 
Chapter 9 conveys the discussion and interpretations of the data collected. 
The provision of the data helps to identify possible patterns or trend that would 
lead the study nearing its objectivity. 
Chapter 10 reviews the initial aims behind the study and the representation of 
the final inferences made on the results that were achieved. 
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CHAPTER 2 
GRADUATE EMPLOYABILITY MODEL: 
THE INPUT 
EARLY EDUCATION and ENTRY QUALIFICATIONS 
2.1 Introduction 
Having set the aims and objectives of the study, it is intended that the 
discussion of the literature be based on the proposed Graduate Employability 
Model (GEM), starting with the input. 
The recipe or the input of GEM, winds around the early stage of the education 
path undergone by the pupil prior to his or her admission to higher education 
(HE). The level of achievement or attainment of credentials at this stage leads 
to the determination of the entry qualification (EQ). EQ is set forth as the 
condition or requirement to become eligible to be offered a place of study in the 
HE institutions. The relationship or link between EQ and the future success of 
an HE candidate is explored. 
2.2 Early Education 
The early education discussed in this study refers to the stages of the 
education process en route to completion of secondary and/or post secondary 
education prior to employment or furthering higher education. A short 
exploration into education is necessary as to understand the overall picture 
through its definitions and concepts. 
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2.2.1 The basis for education 
Soh (1996) stated that education by definition could be considered as, `a 
process that gives the individual a set of principles, not detailed application'. It 
is used to facilitate the provision of a set of tools for interpretation, evaluation 
and analysis of new knowledge in an unbiased manner, by developing the 
critical capabilities of the student (Cooper et at, 1994 in Soh, 1996). The 
emphasis is based upon gaining core transferable skills, which allows 
application into individual contexts within an overall perspective. 
Looking from the point of the growth and the needs of the burgeoning 
corporate-urban-industrial phenomenon (Wirth, 1977), education is meant for 
preparation for work. It is a process of learning either by disciplined training or 
enjoyable methods of experiment that has mastery as its objective (Dore, 
1997). Since the hunt is for knowledge or mastery, it could be sought to meet 
some criteria for self-respect or may be sought for profitable use, or may be 
sought for the utilisation of future life (Dore, 1997). In this world of ideas (Pring, 
1995), it is important to master and be able to use those ideas intelligently for 
the sake of future betterment. 
Education is the integration of liberal aspects (Dewey, 1966) - cultivation of 
intellectual, and vocational aspects (Wirth, 1977) - preparation for life. Every 
society has an educational system involved in the upbringing of children and 
preparing them for adult life (Pring, 1995). These systems include aspects of 
both quality and quantity (Sewell & Hauser, 1975). In the quality aspect the 
system would necessarily be committed to certain aims and values, which are 
the kinds of skills, knowledge, qualities and attitudes (Pring, 1995) the system 
seeks to develop. The quantity of education is expressed in years of schooling 
completed, and this is interpreted as providing a level of maturity and 
knowledge retention. Therefore, it seems appropriate to incorporate all the 
necessary values of both quality and quantity into the education curricula with 
the implicit idea that those values are important enough to be learnt in the 
preparation of adult life. 
For example, the aim of England's Department of Education and Skills (DIES) 
in providing early education is: (i) to give excellent education to children as a 
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foundation for future learning, and (ii) to enable young people to develop and 
equip themselves with the skills, knowledge and personal qualities needed for 
life and work (DfES, 2001). 
'Education has become heavily committed to communicating existing 
knowledge to the new generation; it has become committed to producing the 
aknowledgeable man. " (Raven, 1980, p32) 
2.3 A Comparative Review of Two National Education Systems 
It is a fact "that the success of any economy depends largely on the 
development of its human resources (Hashim, 2001, p46). " In order to develop 
the required skilled manpower for the economy, an effective educational 
system must be in place. 
This research will require a specific examination of courses leading to diploma 
degrees related to hospitality and tourism industries. Thus it is vital to portray 
the general educational systems involved, with respect to Malaysia and 
England, in terms of the national curricula, the stages of education and the 
award of achievement at all levels of the education system and a discussion of 
the entry to higher education. 
2.3.1 Malaysia 
Malaysia gained independence from Britain in 1957. Under British sovereignty, 
it might be argued that a "rule and divide" system was imposed; in which 
Malaysia's three large ethnic groups had their own vernacular schools, the 
Malay schools, the Chinese schools, and the Tamil schools. After 
independence, being a multi-racial, mufti-religious and multi-lingual country, 
education provided the means to unify and to develop the nation (Abduflah, 
2000). Thus, the development of the education system reflects the mufti- 
faceted role it assumes in creating a united Malaysian society. The Malay 
schools became the national schools, and the vernacular Chinese and Tamil 
schools had become the national type Chinese and Tamil schools. However, 
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the true reflection of the unification of the society in the education system was 
unveiled only recently. This will be discussed later in the chapter. 
Every five years, e. g. 1996-2000, Malaysia has a development plan for the 
whole country. Education occupies a crucial segment required for the 
development of human resources as part of nation building. The responsibility 
for all aspects of education lies with the Ministry of Education headed by the 
Minister of Education. The ministry is comprised of professional and 
administrative sections headed by the Secretary-General of Education and 
Director-General of Education respectively. At state level, the Director of 
Education heads the state education department. 
Figure 2.1: Malaysian Education System 
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The formal education system in Malaysia comprises of school education, and 
further and higher education. The structure of school education is as a 6-3-2-2 
pattern (Abdullah, 2000), which represents the primary (6 years), lower 
secondary (3 years), upper secondary (2 years) and Form Six (2 years) or pre- 
university. Education is compulsory from Year I up to Form 111, (Yajid, 2000) 
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and is provided free for all children in the country up to Form VI in national 
schools. Refer Figure 2.1. 
Under the new Education Act 1996, a comprehensive policy on pre-school 
education is being formulated to improve the coordination and quality of pre- 
school education. Pre-school or kindergarten education is provided and 
managed by local authorities, public agencies as well as the private sector 
(Abdullah, 2000). The same act reduced the schooling starting age of seven 
years old to six. Figure 2.1 depicts the current education system in Malaysia 
(Rusin, 1996; Ministry of Education, 2001). Also see Appendix A. 
2.3.1.1 School Education 
Primary 
Primary education begins at six years of age and continues for six years (Year 
I to 6). Pupils follow a common curriculum that emphasises the acquisition of 
basic skills of the 3 R's i. e. reading, writing and arithmetic as a foundation for 
literacy and numeracy. Parents are free to choose the types of schooling i. e. 
national, national-type Chinese or national-type Tamil schools for their children. 
In the National schools the medium of instruction is Malay while in the National- 
Type Chinese Primary Schools (NTCPS) and in the National-Type Tamil 
Primary School (NTTPS) the medium of instruction is Chinese and Tamil 
respectively. Malay is a compulsory subject and English is a second language 
in all schools. Pupils are placed in a class according to their age and at the 
end of the school year they progress to the next class. There is a national 
assessment test conducted at Year 3 and later, a national assessment 
examination, the Ujian Pencapaian Sekolah Rendah (IJPSR) is held at the 
end of Year 6. Pupils are then promoted to the lower secondary level 
automatically. Those of the national-type Chinese and national-type Tamil 
school pupils, have to take the 'remove class' before entering lower secondary 
school level to prepare them for study in Bahasa Malaysia (Malay language). 
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Secondary 
Lower secondary education begins at the age of twelve. This covers three 
years (Form I to III). At the end of the third year of the lower secondary 
education, pupils sit for the Penilaian Menengah Rendah (PMR) or Lower 
Secondary Assessment certificates (taking a minimum of seven subjects and a 
maximum of nine, and at least one subject in a vocational area)(Soh, 1997)_ 
Upper secondary covers two years (forms IV and V). Depending on their overall 
achievement in the PMR, pupils with best results are offered places in 
academic schools, Arts (including Religious), Science, or Technical and 
Vocational streams. The Arts and Science stream are available in the academic 
school and in the full boarding schools. Another type of schools for the science 
stream is the Science Secondary Schools. Technical and Vocational streams 
are only available in the Secondary Technical Schools and Secondary 
Vocational Schools. 
At the end of the two-year upper secondary education, school-leaving 
certificate examinations are taken: Sijil Pelajaran Malaysia (SPM) or 
Malaysian Certificate of Education [taking a minimum total of eight and a 
maximum of ten subjects] for Arts, Science and Technical streams; the 
equivalent of a GCSE level in England (UCAS, 1999). SPM are acceptable at 
grade 1-6 (Table 2.1) comparable to GCSE in England, on a subject for subject 
basis (except English language), in the examinations taken in December 2000, 
there was a significant change in the structure of the SPM, seeing the abolition 
of streaming (Arts or Science) (UCAS, 1999). 
At the completion of Form V, pupils can either choose to further their studies in 
pre-university programmes, in public or private institutions, enrol in training 
institutions, colleges, polytechnics or enter the labour market. Students who 
choose to continue to Form VI can either go through national schools or private 
institutions. They will be prepared to take the Sijil Tinggi Persekolahan 
Malaysia (STPM) or Malaysian Higher School Certificate at the end of their 
two-year course, usually in four main subjects. Only those from the academic 
stream - Art and Science can proceed to Form VI. 
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The STPM examination is equivalent to the GCE A level in England and the 
passing grades are A -- E (Table 2.1). A satisfactory pass in STPM facilitates 
entrance requirements into all universities within Malaysia or internationally. 
The STPM examination is run by the Malaysian Examinations Syndicate and is 
accredited to the University of Cambridge Local Examination Syndicate 
(UCLES) of England (Soh, 1997). 
Table 2.1; Grading system of SPM and STPM 
SPM 1,2 Distinction 3-s Credit I minimum acceptable pass 
7-8 Pass 
9 Fail 
(In addition there is an overall gracing of 1,11 or ill for candidates who achieve passes in at 
least six SPM subjects. ) 
STPM A-E Pass 
G Fai! 
Source: UCAS, 1999 
2.3.1.2 Vocational Education 
Vocational education is under the mandate of the Technical Vocation Education 
Division (TAVED) of the Ministry of Education. The task is to promote technical 
and vocational education in the country. Pupils with lower grades in the PMR or 
not wishing to proceed to an academic school attend a vocational, agricultural 
or technical secondary school for two years, These streams provide students 
with basic technical and vocational knowledge and skills from a choice of 
courses in engineering, commerce, home economics (including hotel and 
catering) or agriculture. Secondary Technical Schools provide fundamental 
education in the application of science and technology disciplines while 
Secondary Vocational Schools are focused more on equipping students with 
the basic operational skills and knowledge so as to be able to fill the manpower 
needs of the industrial and commercial sector. 
in the vocational stream, students will take the Sijil Pelajaran Vokasionai 
Malaysia (SPVM) or Malaysian Certificate of Vocational Education. As with the 
normal upper secondary stream, students may opt to enter the labour market at 
the end of the two-year period, or proceed into further educational courses. 
opportunities for pre-university or college teaching are made available through 
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government institutions such as the colleges, polytechnics, technical institutions 
and other private colleges. Technical institutions and other private colleges also 
offer courses for the Sijil Kemahiran Malaysia (SKM) or Malaysian Skills 
Certificate awarded by the Majlis Latihan Vokasional Kebangsaan (MLVK) 
or National Vocational Training Council under the Ministry of Human 
Resources (HRDC, 1998). MLVK awards three levels of vocational 
qualification, SKM Level 1, SKM Level 2 and SKM Level 3. 
In general, vocational education in Malaysia has expanded in line with the 
government's efforts to establish new training institutions, widen course 
boundaries and also to improve the quality of training in tine with the Private 
Higher Education Act 1996 provisions. 
2.3.1.3 Higher Education 
Malaysia as a young developing country, has moved from an agricultural based 
economy to one which is an industrially based economy, and now the country 
is en route to becoming a knowledge based and service economy (MEPG, 
2000). The economic crisis in mid 1997, was the cause of the changes in the 
nature of HE in Malaysia. The aspiration to make Malaysia a regional center of 
educational excellence arose out of the necessity of both expanding the service 
sectors, and reducing the outflow of foreign exchange caused by sending 
students abroad (Lim, 2000). 
HE in Malaysia has both public and private elements of education. The Ministry 
of Education funds public education, while private education is self -funding. 
The public education HE is governed by the University and University College 
(Amendment) Act 1996, and the private education HE is governed by the 
Privat; Higher Education Institute Act 1996 (Abdullah, 2000). 
There are 12 public universities with two colleges recently being upgraded to 
university level, the Sultan Idris Teachers' University (UPSI) in 1997 and 
University Teknologi MARA (UiTM) in 1999. With the provision of the Private 
Higher Education Institute Act 1996, more private universities, university 
colleges, and branch campuses of foreign universities have been established. 
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Foreign universities particularly those from the UK, the United States, Australia 
and New Zealand have ventured into partnerships with local established 
colleges to offer twinning programmes, distance learning and open university 
programmes. 
Access to HE 
Admission to three-year first degrees in Malaysia is mainly on the basis of 
success in the STPM or university-run matriculation courses. Degree study is 
also possible from the level of SPM in the universities over a five-year period 
and in several university-level institutions, on the completion of a three-year 
Diploma course at one of the state or private post-secondary colleges. With the 
introduction of the semester system, local universities are now willing to offer 
credit transfers for relevant subjects taken in Diploma and other post secondary 
courses (UCAS, 1999). Admission to the universities are administered by the 
Unit Pusat Universiti (UPU) or University Central Unit that plays the same role 
as UCAS in England. 
Table 2.2 illustrates the general admission requirement for first degrees in 
universities and Table 2.3 illustrates the general admission requirement to the 
pre-university matriculation courses in universities, polytechnics and colleges. 
Since matriculation courses emphasise more science subjects and are much 
more academic in nature, the vocational based SPVM certificate is not eligible 
to the pre-university matriculation courses. 
Table 2.2: Minimum general admission to first degree in Malaysia 
STPM I SPM Two STPM levels at grade C or above and one SPM credit level pass in 
Malay Language 
Diploma A three-year diploma from accredited institutions and colleges. 
Source: Malaysia Education Guide, 1994 
Table 2.3: General admission- to pre-university matriculation. 
or to diploma courses in colleges ! gnd olyiechnics in Malaysia e 
SPM 
Five SPM level at credit level passes or above and a pass in Malay 
Language 
SPVM 
Five SPVM level at credit level passes or above and a pass in Malay 
Language (not valid to the pre-university matriculation) 
Source: Malaysian Education Guide, 1994 
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The first degree courses last for three or four years, and leads to Bachelor of 
Arts (BA) or Bachelor of Sciences (BSc) degree. For post-graduate study the 
length of courses vary according to the nature of the course. A taught master's 
degree requires a minimum of one year and a half, for full-time study and PhD 
last for three years minimum full time study. 
2.3.2 England 
England is one of the four countries in the United Kingdom. Others are Wales, 
Scotland and Northern Ireland. The nature of the union means that there may 
be separate statutes, laws and conventions governing education in the four 
countries. 
In the case of education, separate legislation exists for England and Wales, for 
Scotland and for Northern Ireland respectively (EURYDICE & CEDEFOP, 
1995; Holt et at, 1999). Responsibility for all aspects of education lies with the 
Department for Education and Skills (DfES) in England, the Welsh Office, the 
Scottish Office Education Department and the Department of Education for 
Northern Ireland. Local education authorities coordinate all school education 
systems in England. 
2.3.2.1 School Education 
The basic education principle in England is that all children between the ages 
of 5 and 16 must receive appropriate full-time education. They are entitled to 
free full-time education provided at schools or at further education institutions 
up to the age of 18 (EURYDICE & CEDEFOP, 1995; Holt et al, 1999). The 
curricula for education are based and suited to the child's age, ability, aptitude 
and to any special educational needs he or she may have. There are nine 
areas of learning: artistic, social, linguistic, mathematical, moral 
(civics), 
physical, scientific, technological and spiritual (religion) (EURYDICE 
& 
CEDEFOP, 1995). 
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Figure 2.2: Diagram of the Education System in England 
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The Education Act 1944 (EURYDICE & CEDEFOP, 1995; Holt et al, 1999) 
requires that there should be three phases of education: primary, secondary 
and further (Figure 2.2). Following the Education Reform Act 1988, now 
superceded by the Education Act 1996 (EURYDICE & CEDEFOP, 1995; Hott 
et al, 1999) the statutory period of education is divided into four Key Stages: 
Key Stage 1 (age 5 to 7 years), Key Stage 2 (age 7 to 11 years), Key Stage 3 
(age 11 to 14 years) and Key Stage 4 (age 14 to 16 years). The Act also 
established the fourth phase of education, higher education, an advanced level 
of education for students normally over the age of 18. 
prior to primary school, pre-school or nursery education is provided for children 
from two to five years old. It is governed by the Local Education Authority (LEA) 
and normally attached to primary schools. The principal goal for pre-school is to 
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develop children's social skills, intellectual, linguistic, physical and cognitive 
skills and their personality (EURYDICE & CEDEFOP, 1995; Holt et at, 1999). 
Primary 
Primary education is comprised of Key Stage 1 and Key Stage 2 of compulsory 
education. Pupils are placed in a dass in accordance to their age and at the 
end of the school year they progress to the next class. A continuous 
assessment of pupils' progress and attitudes is carried out, but there are no 
final examination or certificates at the end of primary education. Stated in the 
Education Act 1996 (Holt et at, 1999), the curriculum for primary school would 
be: (i) to promote the spiritual, moral, cultural, intellectual and physical 
development of pupils, and (ii) to prepare pupils for the opportunities, 
responsibilities and experience of adult life. 
Secondary 
In general, secondary education starts at the age of 11 in England. Secondary 
compulsory education lasts until the pupil is 16 years of age. Secondary school 
provides a general education for pupils in the Key Stage 3 and Key Stage 4. In 
accordance to the School Standards and Framework Act 1998, as of 
September 1999, secondary education is provided in: community schools, 
foundation schools and voluntary schools (Holt et al, 1999). Furthermore, in 
most areas, the state maintained system of comprehensive schools prevails. 
Students are admitted to these schools without reference to ability (Salleh, 
1995; Holt et a!, 1999). As at primary level, pupils are placed in a class 
according to their age and at the end of each school year they progress to the 
next class. Pupils who attended selective schools such as grammar schools, 
and are selected based on their ability to undergo many non-academic courses 
as well as courses for GCSE and A Levels. Other specialised secondary 
schools offer special programmes in language, arts, sports or science and 
technology. Such are the Technology colleges, Language colleges and City 
Technical Colleges. 
Assessment of pupils at the end of the National Curriculum Key Stage 4 is 
linked to the external examination for secondary education at the age of 16: the 
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General Certificate of Secondary Education (GCSE). Initially, GCSE may be 
taken in a range of subjects as a candidate wishes with the core subjects being 
English, Mathematics and Sciences. Since 1993, subjects related to technology 
were introduced. Accordingly, a certificate is issued listing the grade a 
candidate has achieved in each subject. 
Post-compulsory education is the further education, adult and continuing 
education and higher education. It is a full-time or part-time provision suitable to 
the requirements of persons over compulsory age (16 years) including 
vocational, social, and physical education. Further education institutions include 
sixth form colleges, tertiary colleges and further education colleges. These 
institutions offer courses which prepare students to obtain vocational 
qualification following Edexcel courses, the General Certificate of Secondary 
Education (GCSE) or General Certificate of Education Advanced Level 
(GCE A Level) or Advanced Supplementary (AS) examinations as well as 
General National Vocational Qualifications (GNVQs). Part one GNVQs may 
be taken as an option alongside GCSE. 
Curriculum 2000 
In addressing the government's plan on the development of key skills for all 
post- 16 education and training programmes, the National Curriculum Council 
of the education system in England had introduced Vocational A levels and 
increased the number of subjects that could be taken at AS Level. In this 
Curriculum 2000, the new Vocational A levels, replace the Advanced GNVQs 
(offered from 1992-1999) and could help students to gain the essential 
academic and vocational skills at the same time. Students can take one or 
more vocational subjects and mix Vocational A levels with A levels in traditional 
subjects. Vocational A levels are also aligned with the traditional A levels for 
the purpose of higher education entry (OCR, 2000). 
Young people who wish to go to the university or other higher education 
institutions usually study for the GCE A Level examination. The GCE AS level 
is intended to broaden the studies of pupils pursuing Advanced level courses. 
Table 2.4 illustrates the grading system of GCSE, GCE A Levels and GCE AS 
levels. 
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Table 2.4: Grading system of GCSE and GCE AIAS Levels 
GCSE Aý 
A-E 
G 
Pass with distinction 
Pass 
Fail 
GCE A/AS" Levels A-E Pass 
Fail 
tA star Source: UCAS, 1999 
AS Levels grade are equivalent to half of A levels. 
2.3.2.2 Vocational Courses 
In 1986, the National Council for Vocational Qualifications (NCVQ) was set up 
to oversee and validate qualifications awarded by the examining bodies. The 
General National Vocational Qualifications (GNVQs) and National 
Vocational Qualifications (NVQs) were introduced. The GNVQ was 
developed to (a) provide alternative route of access to further and higher 
education, and (b) offer a broad-based vocational education as an appreciation 
for the world of work (British Council, 1996). There are about 1730 colleges in 
UK that offer the GNVQ up to three levels, Foundation, Intermediate and 
Advanced. Courses offered can be completed in one or two years depending 
on the individual's background (Collin, 1999). On successful completion of the 
course, students receive a GNVQ awarded by the OCR, CGLI or BTEC 
Edexcel_ GNVQs provide a foundation for both higher academic study and 
further vocational training. They are aligned with NVQs in related occupational 
areas and with the national curriculum and GCE A/AS levels. The primary 
alignment is between A/AS levels, Advanced GNVQ and Level 3 NVQs (British 
Qualification, 1999). 
With the introduction of NVQs, the government seemed to swing the onus of 
training responsibility from the college to employer. NVQs are specific 
vocational qualifications aimed at students who have left full time education. 
NVQs tend to be more practical and less academic than GNVQs. They are 
open to students aged 16-18 and also to mature students and career changers 
(Coffin, 1999)" NVQs are available at Levels I to 4 and are awarded at 
whatever level of achievement the candidate is assessed to have reached. 
NVQs may be obtained by successfully completing courses offered by one of 
34 
Chapter 2: GEM: The Input- Early Education and Entry Qualifications 
the examining and awarding bodies and which comply with the competence- 
based criteria laid down by the NCVQ. 
Vocational courses are available in schools, as well as in further education 
institutions. The courses follow the syllabuses set by the one of the examining 
bodies such as the Edexcel (formerly known as Business & Technical 
Examining Council -BTEC), the Oxford Cambridge and RSA Examinations 
Board (OCR), the City and Guilds of London Institute (CGLI), and London 
Chamber of Commerce and Industry (LCCI). 
Examining bodies 
Examining bodies are the organisations that provide qualifications with respect 
to secondary, vocational and further education, such as, GCSEs, GCE A- 
levels, GNVQs and NVQs. Their roles vary depending on the type of 
qualification but in general they are responsible for the syllabus development, 
quality assurance, and assessment. 
The Assessment and Qualification Alliance (AQA) was formed from the 
Associated Examining Board (AEB), the Southern Examining Group (SEG) and 
the Northern Examining A Assessment Board) The body is responsible for 
GCSEs and GCE A-levels examination and has taken over the CGLI's GNVQ 
(Hott et al, 1999). 
Edexcel Foundation was established to promote education and training. It is an 
examining organization that approves BTEC vocational courses in business 
studies, management, and engineering and design. Edexcel awarded three 
levels of qualifications: First diploma, National diploma and Higher National 
diploma (Guildford College, 2000). 
The OCR is a newly formed awarding body in bringing the work of Royal 
School of Art Examination Board (RSA) and the University of Cambridge Local 
Examinations Syndicate (UCLES) together (OCR, 2000). OCR offers 
examination and assessment schemes in all aspects of business studies, 
including clerical, secretarial skills, information technology and foreign 
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languages. Qualifications awarded range from vocational certificates (NVQs) to 
higher diplomas. 
The CGLI assesses examinations at various levels in technical and vocational 
subjects, ranging from agriculture to retail distribution and from construction to 
hotel & catering studies. Assessments and examinations are competence- 
based (designed to measure practical skills, knowledge, aptitude and 
experience (EURYDICE & CEDEFOP, 1995). The LCCI offers single-subject 
Certificates, Group-subject Certificates and Group-subject Diplomas at three 
levels in a variety of subjects. 
In short, the education system in England reflects a learning oriented system 
fulfilling the need of the national curricula based on the society, the technology 
and the economy. Unlike Malaysia, which is examination oriented, England's 
difference is in the continuous assessment of pupils' progress and attitudes and 
no examination or certificates awarded in primary education and secondary 
education. The main examination at the end of secondary education, the GCSE 
serves as an access ticket to further and higher education, or the world of work. 
Beyond GCSE, at all levels of education, there is award of achievement, each 
with their own methods of assessment. 
2.3.2.3 Higher Education 
The main providers of higher education in England are the universities and 
other higher education institutions, including specialist institutions such as 
agricultural, art and theological colleges. Some higher education is provided by 
the further education sector, which are often called Colleges of Further and 
Higher Education. The Open University provides higher education courses 
through distance learning. 
Higher education in England is classified into two sectors: institutions funded by 
the Higher Education Funding Council for England (HEFCE) and institutions 
funded by the then Further Education Funding Council for England (FEFCE) 
now replaced by the Learning Skills Council. HEFCE funds all Universities, 
except the independent University of Buckingham. The then Department of 
36 
Chapter 2: GEM: The Input - Early Education and Entry Qualifications 
Education and Science (DES) now Department of Education and Skills (DfES) 
fund the Open University, the Colleges of Further Education are funded by the 
Learning Skills Council, and Colleges of Further and Higher Education are 
institutions funded by the both Learning Skills Council as well as HEFCE. 
The Further and Higher Education Act 1992 made the provision that 
polytechnics could upgrade themselves to university level and offer degree 
courses (British Council, 1996). However, the type of courses offered 
determines the characteristics of these new universities. Some traditional old 
universities offer only degree courses while some of the post 1992 universities 
deliver both the degree and the higher national diploma (HND) courses. 
Colleges of Further and Higher Education deliver degrees, and higher national 
diplomas as well as other national qualifications awarded by the examining 
bodies. 
Access to HE 
Prospective full-time students for first degree (FD) or HND courses apply to 
universities or other HE providing institutions through a central clearinghouse, 
the Universities and Colleges Admissions Service (UCAS). In general, 
admission to higher education, whether university, institute or college of higher 
education is by any of the following qualifications listed in Table 2.5 below. 
Table 2.5: Minimum general admission to higher education in England 
GCE/GCSE Two A levels and three GCSE at grade C or above 
Three A levels and one GCSE at grade C 
SCE Scottish Certificate of Education in at least 4 subjects 
AGNVQ Advanced General National Vocational Qualification with Merits (Overall) 
BTEC HND W16 in three ND I NC final-year subjects 
tB Full diploma of the International Baccalaureate 
EB Full diploma of the European Baccalaureate 
Overseas An acceptable overseas qua ication 
Mature Exttry person age 
21 or above with relevant experience (application Is considered 
individually and on its own merit). 
Source: After Eduction Training Youth, 1998 
Applicants are required to have at least three passes in GCSE examination at 
grade C or above and a minimum of two passes in different subjects at GCE A 
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Level (or the equivalent AS passes). Other qualifications i. e. SCE with 4 
subjects at grade C or above; BTEC National Diploma 1 National Certificate 
with 60% in three subject during final year or average merits in three subjects; 
and Advanced GNVQ with Merits in overall subjects. Those who have 
completed a full diploma in the International Baccalaureate or obtained a full 
diploma in the European Baccalaureate are also acceptable. Mature applicants 
who have work experience with low qualification are also welcomed. For 
overseas qualifications, UCAS provides a manual that can be used to provide 
comparison with English qualifications. 
Overseas qualifications cannot be readily and easily converted into 'single- 
subject equivalence in terms of English qualifications; the most appropriate 
way to evaluate performance may be to look for high marks in subjects of 
particular relevance to the candidate's application. Applicants, whose first 
language is not English, need to have proof of proficiency in English language 
i. e. International English Language Testing Standards (IELTS). An overseas 
school-leaving qualification that is accepted as in lieu of GCSE, is required to 
be supplemented by GCE A level, or a bridging or foundation course or 
equivalent qualifications. 
It is worth noting that, individual institutions have their own admissions policy 
and most institutions require levels of qualifications above the minimum. In fact, 
certain popular courses offered at institutions require a very much higher level 
of qualification. 
The first degree normally lasts three or four years and leads to Bachelor of Arts 
(BA) or Bachelor of Science (BSC) degree. However, a first degree in medicine 
might last up to five years. For post-graduate study the length of courses varies 
according to the nature of the course. A taught masters degree requires a 
minimum of one-year full-time study and PhD is usually three years minimum 
full time study. 
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2.3.3 Analysis and Comparison 
The analysis and comparison of the education system in Malaysia and England 
will be discussed in terms of 
a) the levels of education, 
b) the access to higher education, and 
c) the award of achievement. 
2.3.3.1 Levels of Education 
FIGURE 2.3: Comparison of the general education systems 
in England and Malaysia. 
8Sc 3 above 
BSc 6 
b v 22 22 a o e BTEC h9MDMNC 1 
U 20 20 
HIGHER EDUCATION EXAA4 
HIGI-ER '4 DIPLOMA 
A, QJ 
EDUCATION FIE 
19 
1 
19 PRE- U 
MATRIC 1 18 I il. ' ECH Upper. 
Bt MN NC 17 t ºL11 GE Lower 
13 1 w t1 SpNtI$p 
6CSIr 
12 16 16 ACADERV 
1PCAllOf4AL 
V 
11 15 15 TECHNM IV 
10 14 14 IIl 
C 9 SECONDARY 13 13 LOWER SECONDARY II F 
M 
8 12 12 I 
R 
ýo ýý"-'ý 
p 7 11 11 6 M 
U 6 10 10 S A 
L 5 9 9 4 L 
s 
4 PRIMARY 8 8 PRIMARY 3 
R 3 7 7 2 
Y 2 6 6 
1 .5 
5 PRE-SCHOOL 
I PRESCHOOL 4 4 YEAR 
YEAR 3 3 
2 2 
.1 -1 
ENGLAND AGE MALAYSIA 
prc- hoof Post Secceºdary EducationlSix h Form 
'v C omputa ory / Farmal Education Further & Higber Education FE: Fult1z r Education 
In summary, whilst they don't start at the same age, pupils in both England and 
Malaysia have to undergo 13 years of formal education starting from primary 
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school up to earning their qualification for entry to first degree programmes in a 
university. Figure 2.3 illustrates the comparison of the two countries' education 
system. 
In England, education is compulsory up to the age of 16. Formal schooling 
begins at age five or earlier. Pupils follow the 6: 5: 2 pattern with 6 years in 
primary, 5 years in secondary and an additional 2 years in sixth form before 
entry to higher education at age 18. 
In Malaysia, education is compulsory up to the level of lower secondary or 
Form Ili. Formal schooling begins at age six or earlier at pre-school or 
kindergarten. Pupils follow the 6: 3: 2: 2 pattern with 6 years primary, 3 years 
lower secondary, 2 years upper secondary, and an additional 2 years in sixth 
form or pre-university. 
At age 16, in the upper secondary schools stage, pupils are promoted to the 
Arts, Science, Technical and Vocational streams. Students generally enter 
higher education at the age of 18. 
2.3.3.2 Access to Higher Education 
In England, the formal and most usual path of university entry is through 
academic schools. Alternatively, the route for university entry via a vocational 
path is available through tertiary colleges and colleges of further education. The 
general requirement for entry to universities is based on GCE A Levels or 
NVQs Level 3 or Advanced GNVQ, or mature candidate. However, overall 
numbers are relatively small, it is government policy to provide greater access, 
for example for mature students, to the universities. 
in Malaysia, entry to three year degree courses are based on STPM or pre- 
university matriculation diploma, or diploma from polytechnic or colleges. 
Pupils with vocational qualifications gain entry through polytechnics or tertiary 
colleges. 
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2.3.3.3 The Award of Achievement 
As previously discussed in 2.3.2, in England, there is no public certificate test at 
the end of primary schools and the GCSE examination is taken at the age of 16 
at end of secondary schools. For academic routes, students prepare for GCE A 
/ AS Levels, and on pursuing further education several examinations are 
available, either the NVQs or the GNVQ or BTEC HNC I HND along vocational 
paths. 
In Malaysia, there are several public certificate tests of achievement for the 
pupils, starting from the PDT and UPSR in primary education, PMR at the end 
of lower secondary, SPM or SPVM after two years in upper secondary school 
and STPM after post secondary education. Table 2.6 illustrates the comparison 
by age, examination or award of achievement, the examining bodies and the 
grading systems. 
Table 2.6: CQm awn of Examinations, Examining Bodies in 
Malaysia and England. 
Co Examination I Award Examining bodies 
11 UPSR Malaysia Examination 
14 PMR Syndicate 
16 SPM 
Mataysia 16 SPVM 18 STPM 
Above 16 SKM MLVK 
Above 17 Diploma Awarding institutions 
Above 18 Degree Awarding institutions 
16 GCSE AQA, OCR, CGU, 
16 NVQ OCR, CGLI 
16 GNVQ OCR. AQA 
18 GCE ALAS Levels AQA 
England 18 AGNVQ OCR< CGLI 
18 BTEC NC/ND EdExcel 
Above 18 BTEC HNDIHNC EdExcel 
Above 18 International Bacc. International Bacc. Org. 
Above 18 Degree Awarding Institutions 
From Table 2.6, it can be deduced that education in Malaysia is strictly 
governed by the Ministry of Education, in which all tests or examinations during 
the schooling years are administered by the Malaysian Examination Syndicate, 
except the post 17 vocational training courses awarded by the HRDC, Ministry 
of Human Resources. It is much more liberal in England, where the awarding 
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provision is given to the appointed examining bodies, which in return administer 
the examinations and testing. 
Indeed, the contrasting factors between the two education systems are: 
a) Malaysia's education is very examination oriented with pupils having to 
face achievement tests or examinations at the end of all levels of 
education upon entry to pre-university or higher education. Whereas, in 
England the education system offers of more a learning oriented 
system. Here pupils take a series of scholastic attainment tests (SATS) 
at intervals during their period of study although these are not a 
prerequisite for progression. Pupils are continuously assessed at school 
and the main examination or awards are at the end of secondary school 
- the GCSE, then the GCE A levels or GNVQs or NVQs upon entry to 
further or higher education, 
b) Vocational education in Malaysia is offered at secondary school but in 
England, vocational education is generally offered after secondary 
school, except in the case of the Part One GNVQs offered as an option 
to GCSEs. 
c) In England, after GCSE students could choose to take either academic 
or vocational stream before advancing to next stage of education. 
Obtaining a qualification at this level (A levels or AGNVQ) makes them 
eligible for a first degree course in university. In the case of Malaysia, 
students with vocational qualification or SPVM are not able to go for 
pre-university education (pre-university matriculation or form six). They 
have to take a two-year or three-year diploma course in colleges of 
higher education or polytechnics or in some universities, before they are 
eligible for entry to the second year in the universities leading to a first 
degree. 
In summary, quality and quantity of education acquired during school years, 
disseminate knowledge, intellectual and vocation used as a qualifying passport 
to gain entry into further education or the world of work. 
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2.4 ENTRY QUALIFICATION 
Qualifications 
The word qualification can mean the licence for someone to drive a car or for 
an engineer to put in an electrical system. In these examples it designates a 
specific and restricted set of skills and knowledge for the purposes of particular 
occupations (Oxenham, 1984). In other words, a qualification is an essential 
attribute such as skills and quality that makes somebody suitable for a 
particular task or activity. 
Qualification can also mean the simple completion of a level of schooling and 
perhaps, a standard of performance. The skills and knowledge acquired can be 
applied to parts of a wide range of occupations and so constitute a general 
`qualification' (Oxenham, 1984, p21). The general qualification also has an 
important role as a prerequisite to qualifications for specific occupations. It acts 
as an official requirement that must be met to be eligible for a privilege, in this 
case entry to higher education. 
Qualification in this case is discussed within two contexts: First, entry 
qualification and second, exit qualification (which will be discussed in Chapter 
5). Entry qualification (EQ) is set as the condition or requirement and the 
determining criteria established by HE institutions for candidates to be offered a 
place of study. 
In the earlier section, it is stated that education is a process of learning, with 
mastery as its objective. In the process of qualification, one is concerned not 
with mastery, but with being certified as having mastered. The knowledge that 
is gained, is gained not for its own sake and not for constant later use in real 
life situation -- but for the once-and-for-all purpose of reproducing 
it in an 
examination (Dore, 1997 p 8). With this in mind, the chase for a qualification to 
fulfil the requirement for admission to higher learning would lead to a situation 
where the students were not perfectly prepared for work life. Learning and 
reproducing is all just a means to an end - the end of getting a certificate which 
is a passport to a coveted job, a status, an income or admission to higher 
learning. If the education is learning to do a job, qualification is a matter of 
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learning in order to get a job. If the education is to meet the requirement then 
qualification is a matter of learning in order to gain entry. 
Entry to higher education shall be through evidence of academic qualifications 
aimed at assessing academic achievement and potential. It is based primarily 
on test scores and high school performance. These measures should property 
be used to predict students' grades; however, their de facto use is in choosing 
who will most likely graduate. Murphy (1999) in her study of predicting college 
graduations in the US found that the best predictors of college graduation are 
the number of terms enrolled and the mean hours earned per term, not the 
grades earned, even though cumulative grades are the third best predictor. The 
results varied somewhat by race / ethnic group. Also important to success were 
the area of study or majors and the percentage of terms at a "C" grade or 
better. Not significant were gender and admissions test scores. Two factors 
showed a negative relationship to graduation: the first-term hours and high 
school ranks. According to Murphy, if grades are not the best predictors of 
success in college, then the admissions process should not rely solely on test 
score and high school rank. 
Some have argued the relevance of entry qualification as a determinant of 
successful completion of higher education and attainment of higher education 
qualifications or awards. In the early 70's, Holder and Wankowski (1980) 
evaluated the performance on the degree with GCE A-levels grade in the area 
of physical sciences, medical sciences, social sciences, applied sciences, arts 
and law of-students entering the University of Birmingham in the UK. Their 
study detected a high association of GCE A-levels grades with performance in 
physical sciences relative to social science, applied science, law and arts. 
Anecdotal evidence suggests that candidates with good OCE A-levels perform 
better and have the tendency of completing their degree successfully. Bourner 
& Hamed (1987) studied the relationship between entry qualification and 
degree performance of students entering universities and colleges in the South 
of England. The study identified the different types of entry qualifications listing 
from A-levels, HND, AGNVQs, and overseas qualifications to special entry for 
mature applicants. The study revealed that the grades and the level of 
achievement in GCE-A levels were related to the degree performance. The 
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study also demonstrated that non-standard entrants e. g. mature students on 
average fare better than other categories of entrant in acquiring `good' degrees. 
However, viewing the varied courses and fields included in the samples, the 
question on which courses or fields area yielded the highest relationship can be 
raised. 
In the UK, the practice of admission to higher education evolved with the need 
for more qualified people and for an increased intake into higher education. 
Historically, the Robin criterion `qualified by ability and attainment (Fulton, 
1981) implies a competitive meritocratic entry system based on the attainment 
of standard qualifications through high school up to early 1980s. At that time, 
the traditional form of entry to UK `elite' universities is at aged 18, with three 
`good' GCE A-level with entry points at an average over 29 out of 30 (3 grades 
A's at 10 points each). This is mainly into the traditional liberal and science field 
of study with Physical sciences students tending to achieve a higher standard 
than others. The perceived superiority of the elite universities has enabled them 
to `cream Off the most highly qualified applicants' and as a result they have 
never felt the need to admit many applicants with other qualifications (Parry 
and Wake, 1990). Now that GCE AS levels and GCE Vocational A-Level (OCR, 
2000) have been introduced, there is a need to facilitate the non traditional 
access of two groups: students from the vocational side of secondary and 
further education i. e. HND, AGNVQs, SCOTVEC, and International 
Baccalaureate (IB) whose studies are not deemed to hold sufficient theoretical 
preparation for higher education courses (Parry and Wake, 1990), and the 
mature students - those from disadvantaged sections of the community. This 
has widened the opportunities to those who are less qualified. 
Fulton and Ellwood (1989) reported situation revolving around the admission 
requirement of GCE A levels in the UK. GCE A-level is considered as a 
standard currency (Fulton, 1981), used as a predictor of future performance of 
the student, and as a measure of achievement (Higginson, 1990). At the same 
time, higher education institutions need to limit admissions numbers to precise 
quotas, - thus A level scores are convenient 
(Fulton and Ellwood, 1989). To futfil 
the need to justify admissions decisions to `consumerist' applicants and their 
families on: 
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" the ability to complete a course, though not the highest possible entry 
grade, should be the basic criterion for admissions. 
" the performance indicators used to assess and reward recruitment and 
successful graduation of non-traditional students. 
Society had made a commitment to high uniform standards in its requirement 
both for entering the system of higher education, as well as for the successful 
completion of the work towards a degree (Trow, 1981). Standards are an issue 
because of the belief that the quality of an institution is reflected in the quality of 
its students entry (Parry and Wake, 1990). It is the principle for the admission 
tutors to possibly attract the best students, and this perception of excellence 
permeates the educational system. 
In practice, point scores are used as proxies for institution or departmental 
"quality" mainly because they are thought to reflect student- demand (UCAS, 
2000, UCAS 1999). Two assumptions (i) high standard offers mean high quality 
(ii) high A level scores mean a high "quality" of student or the demands that 
counts is that from well-qualified A level candidates. However, Palfreyman 
(2001) commented that A levels are imperfect due to (i) examination boards 
differ (ii) sharp school, social class and regional differences (iii) poor predictors 
of subsequent performance. According to him A levels are moderately 
correlated with degree results, and the primary aim of higher -education should 
be actually to create merit, and not merely to certify or to process those who 
already 'possess it. 
What matters is the quality of graduate output and not that of the intake. 
Indeed, as institutions with comparatively low entry requirements are fond of 
asserting, there is more merit. in achieving a high proportion. of `good' degree 
classes (1 sts and Upper seconds) for a poor intake than for a highly selected 
one (Fulton, 1981; Fulton and Ellwood, 1989). The aim is to select students 
who will have the best results at the end of their course. The achievement of a 
student at higher education majoring in science or engineerärig that has high 
scores in A level taking science subjects is easily predicted compared to one 
who has moderately good A level scores majoring in business or management 
or hospitality (Holder and Wankowski, 1980). 
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An issue of concern is finding the equivalence of credentials or qualifications for 
the purpose of admission criteria or standards for entry into higher education, 
This is so because it is difficult to compare or equate international education 
attainment. There is a question whether a high school leaving certificate from 
one country is equivalent to a high school diploma from another. Unfortunately 
the literature discussing this issue is limited. There is evidence that some 
authors had used standard measures of educational credentials for 
comparative studies across national boundaries. Each country's indigenous 
educational credentials are reclassified into a standard set of categories 
(Kerckhoff and Dylan, 1999). Kerckhoff and Dylan (1999) in their review of two 
comparative studies using. different standard classification systems highlighted 
that: (1) translating the indigenous credentials into standard categories can 
lead to very different distribution of similar countries. (2) Reclassifying the 
indigenous credentials into the standard categories appears to follow different 
decision rules in different countries. (3) The heterogeneity of the indigenous 
credentials combined into the standard categories tends to distort cross-country 
similarities and differences. They add further that there is a difficulty because 
among the countries, there is a `great deal of variation in the organisation of the 
educational systems and the credentials they award are highly varied both in 
number and in the specificity of their relevancy' (Kerckhoff and Dylan, 1999, 
p765). 
Table 2.7: ISCED category for UK and US credentials equivalence 
ISCED Category United Ki United States 
Primary No credentials Less than high school 
Left school before 15 
Lower level secondary Other, tow technical Some high school 
Passed CSE exams, etc 
Did an apprenticeship 
Left school at 15 or 16 
Passed GCSE or equiv. 
Royal Society of Arts 
Upper level secondary in school past 16 GED 
City & Gerds Certificate High School Diploma 
Ordinary national certificate High school + vocational 
Passed A-levels or equiv. Less than 2 years college 
Tertiary, no degree Teacher, mirsing, hi ed cert. Associate degree 
Higher national certificate 2+ years college, no degree 
Higher national diploma 
Tertiary degree First degree Bachelor degree 
Grad work, no hi degree 
Tertia hi de ee H' r de ee Hi er degree 
Source: Kerckhoff and Dylan, 1999 
Treiman and Yip (1989) use years of schooling as the measure of educational 
attainment in a study of 21 countries. The distinction is made among 
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credentials that require roughly the same number of years of schooling but 
awarded in different institutional contexts. According to Kerckhoff and Dylan 
(1999) the most popular set of classification standard is the International 
Standard Classification of Education (ISCED) of OECD (Kerckhoff and Dylan, 
1999). See Table 2.7 for the ISCED category for UK and US credentials 
equivalence. 
In the UK, perhaps the most widely recognised guidelines for international 
credentials are based on the University College Admission System (UCAS). 
UCAS classify education credentials according to their level, essentially 
differentiating primary, secondary, and tertiary educational attainment (OCAS, 
1999). The Qualifications and Curriculum Authority (QCA) had great success in 
formulating the qualification framework between academic and vocational 
qualification (QCA, 2001). Table 2.8 illustrates the qualification equivalence 
framework for the purpose of higher education entry standards in the UK. Thus, 
the practice of using the UCAS guidelines and QCA framework assist UK 
higher education admission tutors in selecting and identifying the right or 
eligible applicants into their programme of studies. 
Table 2.8: UK Qualification Equivalence Framework 
Level of General Vocationally- Occupational 
Qualification related 
5 Higher-level Level 5 NVQ 
4 Qualifications Level 4 NVQ 
3 A level Free standing Vocational A level Level 3 NVQ 
(Advanced level mathematics units L1 (Advanced GNVQ) 
2 GCSE grade Free standing Intermediate GNVQ Level 2 NVQ 
(Intermediate level) `-C mathematics units L2 
I GCSE grade Free standing Foundation GNVQ Level 1 NVQ 
Foundation level D-G mathematics units L3 
Entry level Certificate of educational 
achievement 
Source: QCA, 2001 
In summary Trow (1981, p116) stated ".. with the support of highly qualified 
students, and ensuring the intense and effective education, a substantial return 
is promised, " and "if graduate did gain the necessary qualifications then they 
deserved `nothing but the best' by way of higher education. ' 
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CHAPTER 3 
GRADUATE EMPLOYABILITY MODEL: THE PROCESS (1) 
HOSPITALITY MANAGEMENT EDUCATION 
3.1 Introduction 
The rapid growth of the hospitality and tourism industry and the increasing 
needs of today's travelers have forced educational institutions to offer more 
competitive programmes in order to supply professional personnel (Formica, 
1996). Furthermore, in the effort to expand the contribution and to demonstrate 
the commitment toward the industry, educational institutions had introduced 
hospitality education. It is apparent that hospitality education are offered in 
almost every level of education, secondary schools, vocational schools, 
colleges of further education as well as higher education institutions. In the 
context of this study, hospitality education is discussed at the higher education 
(HE) level. Bligh (1990, p23) regards HE as: 
" the place for the development of attitudes and emotional adjustment for 
new graduates; 
" the centre, where it provide the base of adaptable occupational skills in 
the development of the nations' economy; 
" the site on promoting the general powers of the mind, which is to 
develop the intellect of the individuals; and 
* having the purpose to advance leaning, that is to develop knowledge 
through the accumulation of skills and experience. " 
The economy of a nation needs trained manpower and the industry improve the 
economy, so higher education institutions must improve trained manpower for 
the industry (Bligh, 1990). Thus, the role of higher education is to seek and 
develop students with very different configuration of knowledge, skills, and 
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attitudes, and they, in return are able to quickly change that configuration as the 
need arises. 
The chapter provides an overview of the development of hospitality 
management education at higher education level in the world. For comparison, 
the U. K., the U. S. A., and Malaysia were selected. The purpose is to understand 
and contrast the development and organisation of hospitality management 
education in each country. U. K. and U. S. A are the pioneers in the development 
of hospitality management education and said to have the "reputation in hotel 
management education (Hashim, 2001, p48). " According to Hashim (2001), in 
these countries, high quality programmes in tertiary education in hospitality 
management is still available. 
Malaysia as the focus of this study is in the process of developing and refining 
her hospitality programmes. As a background to the main discussion, a brief 
history of the industry and early development of hospitality management 
education in the U. K. and U. S. A. is included. The chapter ends with an 
overview of hospitality management education in U. K. and Malaysia contrasted. 
3.2 The Development of Hospitality Management 
Education 
In the recent LTSN Conference (2002) on graduate's employability, employers 
and education providers were debating on the issue of education and training 
about who is responsible for what. It was agreed then, that colleges of further 
education and higher education institutions would provide education and the 
employers would provide training. This somewhat in-line with Christou (1999, 
p685) remarks, that "education is mainly provided by establishments like 
universities while training is usually provided by employers (organization)". He 
further emphasized the fact that education cannot be considered as a terminal 
activity and training not only as the on-the-job training. The integration of both 
arose from the industry demands for a higher level of personal performance, 
efficiency and effectiveness (Scott, 2002). Therefore, hospitality management 
education (HME) is a mixture of academic, professional and craft knowledge 
and skills aimed at satisfying the needs of the hospitality industry (Christou, 
1999; Lashley, 2002). 
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3.2.1 A Brief History of the Industry 
The history and the development of the industry influenced the structure of 
hospitality management education and this could be reflected in the curricula. it 
was reported that the origins of the education was developed from the on the 
job training in hotels (Medlik & Airey, 1972), with emphasis on skills or 
vocational orientation (Airey & Tribe, 2000). The development of managers 
within the industry during this early stage was through experiential learning at 
work, and practical experience was highly valued (Lashley, 2000, Airey & 
Tribe, 2000) be it in the U. K. or in the U. S. A. 
The history of hospitality, could be traced as far as the beginning of civilisation, 
when people started travelling (Selwyn, 2000; Walton, 2000). It was the act of 
providing lodging, food and security (Tefler, 2000). However, before the term 
hospitality came into picture, the history wounded around the hotel and 
catering businesses. Dupre and Lane (1997) reported that the industry started 
when the first hotel was open in London in 1760. It was when the Fifth Duke of 
Devonshire constructed a crescent shaped building to house the Grand, the 
Centre and St Anne's hotel, operating under the country home concept to meet 
the needs of the `rich and powerful' (Lundberg, 1994 in Hashirn, 2001). 
The modem hotels with more entrepreneurial approach and commercial in 
nature bloomed in the nineteenth century when many well-known England and 
American hotels opened. Hospitality management during this period was said 
to be a management of personality_ The emphasis was on the face-to-face 
ability to satisfy the guests (Lattin, 1993; Hashim, 2001). 
The development of the industry began to take a different direction, with the 
changing socio-economic context (life style, travel etc. ), At the same time, the 
development of the hotel and tourism industry in the U. K. and the U. S. has 
stimulated educational institutions to offer a broader based hospitality 
programme (for example, professional management education). This includes 
the recognition that educational needs exist at-the managerial level as well as 
operation and craft if the exceptional growth in the industry is to be supported. 
As the need for a formal and well-structured hospitality management 
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programme is widely recognised, an effective hospitality management 
education must exist in order to deliver competent workforce for the industry. 
3.3 Hospitality Management Education in the World 
The evolution of hospitality management education centred in most of the 
developed nations. Apparently, in the delivery of the education, two approaches 
are in existence. First, is the apprenticeship approach or the vocational approach 
(Airey & Tribe, 2000). This approach was initiated in France, Germany and 
Switzerland (Salleh, 1995; Hashim, 2001; Fouille, 2002). Students undergone 
apprenticeship programmes in the industry after completing preliminary 
vocational education at secondary schools. The idea was to produce well-trained 
and technically skilled operational personnel for the industry. In this sophisticated 
and highly developed service industry, vocationally related education and 
training is reckoned to be essential (Fouillie, 2002; Kasimzade, 2002). Second 
approach was the business management populared by the U. K. and U. S. A. 
These two countries were the pioneers for the degree level of the hospitality 
management education (Fuller, 1983; McCain & Rappole, 1996; Hashim, 2001). 
This approach aimed for a well-rounded business oriented management 
personnel for the industry. 
Every organisation (including educational institution) has an obligation to meet 
their customers' or stakeholders' expectations and needs. It is also a fact that 
every organisation must continually adapt to changes in those expectations and 
needs. Holding on to this principle, hospitality management programmes in the 
U. K. and U. S. A., for example, are constantly re-evaluating their hospitality 
management programmes to ensure that the programmes are meeting the 
requirements of the industry and various individuals and organisations. 
The business management oriented approach were explored in reflex to this 
study that emphasises hospitality management education at higher institution 
level. In the following pages, a brief discussion of hospitality management 
education developed in U. K., U. S. A., and Malaysia is presented and 
contrasted. The discussion mainly revolves on the important elements of 
hospitality management education in each country, which include programme's 
aims and objectives, structure and quality control. 
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The focus is on hospitality management education at higher education and 
emphasis on the UK and Malaysian experiences. 
3.3.1 Hospitality Management Education in the United Kingdom 
Hospitality education in UK started as early as 1910 (Airey & Tribe, 2000). 
However, the first degree level hospitality education was inaugurated in 1964 at 
Battersea College of Technology (now University of Surrey) and in 1965 at 
Scottish Hotel School (before being amalgamated to University of Strathclyde) 
(Fuller, 1983; Airey & Tribe, 2000; Kipps, 2000): 
In the early stage of development in the U. K., hotel/hospitality management 
programmes had a strong emphasis on the vocational and technical skills 
involved in food and lodging (Medlik & Airey, 1972). In its early development, 
most hotel schools typically had the word `Catering' to emphasis the 
importance of this area of study. The course design and the content of the 
programme had been influenced strongly by the industry. In this respect, early 
hotel/hospitality education seemed to be more vocationally oriented to meet the 
industry needs rather than a rounded education for the students (Fuller, 1983). 
Fuller (ibid) stresses that hospitality curricula in this era are based on skills 
oriented training. During the 1970's and 1980's, hotel and catering education 
in the U. K. expanded dramatically. By the end of the 1980s there were over 
forty first-degree courses in hospitality management available in the U. K. By 
1995, there were 79 courses were offered by 27 higher education institutions 
(Airey & Tribe, 2000). 
In the early stage of development the intention of the Battersea College of 
Technology (The University Surrey) and the Scottish Hotel School (University 
of Strathclyde) to expand their syllabi to include business management 
subjects was gaining support from the outside the hotel industry. As more 
understanding and research on hospitality subjects were made, the boundaries 
expanded (Airey & Tribe, 2000) and the business management oriented idea in 
the curricula materialised (Kipps, 2000). 
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3.3.1.1 Structure of Programme 
The rapid development and changes within the higher education and industry 
have resulted in great concerns among industry professionals with today's 
graduates, which they claim to be lacking in certain competences. In order to 
overcome this, the Government together with other professional bodies have 
embarked on several initiatives such as the HCIMA's `Corpus of Management 
Excellence' project and Key Skills project (HCIMA, 2002). The `Corpus of 
Management Excellence' aims to provide guidance to hotel schools about 
curriculum development and course design, which will help them to develop a 
programme of study that is relevant to the industry and the students future 
careers. Students have to fulfil certain core subjects and any appropriate 
options (subjects) that students wish to include as part of their learning 
experiences. 
At the same time, higher education institutions are aware of the international 
context in which the industry operates. More hotel schools are now offering 
International Hospitality Management as part of their programme of studies (for 
example, the University of Brighton, University of Surrey, Oxford Brookes 
University, Sheffield Hallam University etc. ). For example, University of 
Surrey's School of Management Studies for the Service Sector offers a B. Sc. in 
International Hospitality and Tourism Management. In order to gain this 
international degree qualification, students are required to complete some 
relevant international units, foreign language and international exposure. 
In the U. K. professional training is considered important to hospitality 
management education (sandwich programme). Professional training is an 
integral part of the curriculum in a sandwich 'programme. Thus, a sandwich 
undergraduate programme has been developed aiming at the blending of 
theory with practical experience through expenental learning (DiMicelli, 1998). 
In the U. K. the benefits that can be derived from professional training have long 
been acknowledged and appreciated (as tong as they can provide the evidence 
that learning is taking place in the work place). The professional training (lasting 
between 18 and 48 weeks, depending on the level of programme) aims to give 
students the opportunity to experience the operational aspects of the industry. 
The programmes are designed to combine and to expand the knowledge and 
competence acquired in schools. 
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As discussed in Chapter 2, the most commonly used higher education entrance 
qualifications in the U. K. is the General Certificate of Education (GCE) A-levels. 
A-Level qualifications is used as benchmarks for entry, but equivalent 
qualifications such as HND, NVQs, GNVQs, BTEC (Edexcel), SQA, and so 
forth are equally acceptable. 
In most universities in the U. K. there are two : kinds of degrees: an `honours' 
degree which is taken by most students and `non-honours degrees' which 
include general and ordinary degrees which demonstrate a somewhat lower 
level of achievement or have less specialist content. In recent years, the 
content and arrangement of many honours courses have broadened 
considerably (Hashim, 2001). This trend is especially noticeable in the new 
universities- Another type of degree which is being introduced into some 
universities is the `modular' degree, which allows some flexibility to students 
(Jayawardena, 2001 a). 
Typically, the three-year route is designed for those with existing work 
experience. The four-year sandwich route is typically for students who do not 
have any prior experience. On the four-year sandwich route, the third year is 
devoted to industrial placement. 
3.3.1.2 Provision of Quality 
Higher education institutions in the U. K. come under direct responsibility of the 
state. The system also ensures the quality of the programmes offered through 
an inspection system. The U. K. educational system is more centralised. The 
validation and quality provision are monitored by two sector-wide agencies: the 
Quality Assurance Agency (QAA) and the Higher Education Funding Councils 
(HEFCs) (British Council, 1998). The, HEFCs look at the quality of a 
department's research and graded it on a scale of one to five (one being the 
lowest), indicating national or international standards of excellence. 
On the other hand, the QAA for higher education assesses the quality of 
teaching by subject. The teaching quality assessment is based on curriculum 
content, teaching, learning and assessment, student progression, student 
55 
Chapter 3. GEM: The Process (1) - Hospitality Management Education 
support, learning resources and quality assurance and enhancement (British 
Council, 1998). Typically, - continuous assessment using a variety of different 
instruments such as projects, case studies and examinations are adopted. 
3.3.2 Hospitality Management Education in the United States of 
America 
Hotel (or hospitality) is one of the oldest industries in the world (McCain and 
Rappole, 1996). However surprisingly, it was not until 1922 (Fuller, 1983) that 
Cornell University's School of Hotel Administration established the first 
undergraduate programme in hotel and restaurant management. In the United 
States, the American Hotel and Motel Association (AHMA) was responsible for 
initiating a programme of instruction for hotel management at college level. It 
was claimed that this happened 286 years after the establishment of the first 
American institute of higher education (McCain & Rappole, 1996). The 
chronology of the establishment of the HME programmes in the U. S. is 
illustrated in Table 3.1 below. 
Table 3.1: Undergraduate Pragramme Established Between 1922 and 1956. 
Schap! Year Started City, State 
Cornell University 1922 Ithaca, New York 
Michigan State University 1927 East Lansing, Michigan 
Purdue University 1927 West Lafayette, Indiana 
University Of New Hampshire 1929 Durham, New Hampshire 
Washington State University 1932 Pullman, Washington 
Tuskegee University 1936 Tuskegee, Alabama 
Oklahoma State University 1937 Stillwater, Oklahoma 
Pennsylvania State University 1937 College Park, Penn 
University Of Denver 1946 Denver, Colorado 
New York City Technical College 1947 New York, NY. 
Florida State University . 1947 Tallahassee, Florida 
University of Illinois 1956 Urbana, Illinois 
University of Massachusetts 1956 Amherst, Massachusetts 
Source: McCain and Rappole, 1 
Johnson and Wales University is considered the largest hospitality school in the 
United States with a student population of more than 2,000 students followed 
by the University of Nevada, Las Vegas. Most of the four-year degree 
programmes (bachelor's degree) in the U. S. universities can be broken down 
into three distinct phases: two years are devoted to general education, one 
year to business education and one year of specialised or professional subjects 
in hotel management (McCain and Rappole, 19: 96). 
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Currently, in the U. S., there are more than 150 colleges and universities (out of 
2,190 four-year colleges and universities in the U. S. A. ) offering undergraduate 
programmes in hotel/hospitality management education (McCain & Rappole, 
1996). The key distinction among these institutions is between the publicly and 
privately funding provisions. For the publicly funded institutions they are funded 
mainly by the states with minimum federal aid. 
3.3.2.1 Structure of Programme 
Casado (1992) stresses that hospitality management curricula greatly differ 
according to the programme's aims and objectives, the sectors of industry 
covered and where it is housed. For instance, depending on where the 
programme is housed, hotel management programmes curricula developed 
different `core' requirements. Hotel, Restaurant and Institutional Management 
(HRIM) Department at Iowa State University is housed in the College of Family 
and Consumer Sciences whereas Hotel and Restaurant Administration at 
Washington State University is housed in the College of Business and 
Economic (McCain & Rappole, 1996) On the other hand, the School of 
Hospitality Business at Michigan State University is housed in the Eli Broad 
College of Business and offers a more business-based curriculum, which 
focuses on managerial leadership. The philosophy behind this is that they 
believe that hospitality is a business and a special type of business (Michigan 
State University, 1999). 
The programme at Cornell's School of Hotel Administration is directly under the 
hotel administration. The course structure at Cornell is considered as different 
from other institution. Students are required to fulfil four major groupings which 
include: required courses (subjects) in hospitality management, courses 
(subjects) concentrating on an aspect of the industry, distributive electives 
outside the Hotel School and free electives either in the School or elsewhere. 
The elective courses (subjects), particularly those outside the school, aim to 
ensure that students will experience a well-rounded education. 
Because of the 
international character of the business today, students are also encouraged to 
take foreign languages. The hospitality management programme at Cornell 
University supported the hospitality industry's development offering 
programmes that are geared towards graduates' managerial preparation 
in the 
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hotel sector. Due to the business nature of the industry, Cornell's School of 
Hotel Administration offers nine major areas of concentration. See Table 3.2 
for the nine major areas of study. Also see Appendix B1 
Table 3.2: Cornell's School of Hotel Administration Areas of Concentration at 
First Degree level 
1. Operations Management 
2. Human Resources Management 
3. Food and Beverage Management 
4. Marketing and Tourism 
5. Property - asset Management 
6. Communication 
7. Operation and Information Technology 
8. Financial Management 
9. Law 
Source: Cornell University. 2002 
in the first and second year, students will experience a more structured 
programme of study than their third and final years. Students will begin and 
complete the sequence of required courses (subjects) before they can decide 
on their concentration. Regardless of the field of concentration, students' 
course work will reflect current and prospective industry trends. The focus of 
most courses (subjects) is conceptual skills- which they believe will serve 
graduates well as an executive, managers or owners, keeping pace with the 
changes in the industry (Cornell University, 2002). Internship programme is 
also a requirement in Cornell's hotel management programme. 
At the same time, these institutions developed most of the educational 
programmes for specific and economic needs. For example, situated in the 
heart of Las Vegas, the economic activities of the state are reflected in the 
University of Nevada's, Las Vegas (UNLV) hotel management curriculum. 
UNLV's offers Casino Management concentration as one of the disciplines for 
students to select (Hashim, 2001). 
However, there is one common feature in all those programmes. McCain and 
Rappole (1996) report that the common denominator in most American hotel 
management programmes is the paid internship (the U. S. A. terminology for 
industrial attachment/training or co-operative education placement or work 
placement) programme. Students are required to undergo at least one paid 
internship (ranging from 450 hours to 1000 hours) of on-the-job learning during 
their undergraduate years For example, hotel management programme at the 
University of Nevada, Las Vegas designates 0 credit hours for its 600 hours 
internship programme (University of Nevada, 1998). 
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3.3.2.2 Provision of Quality 
The provision of higher education in the U. S. A. is a complex one. The 
constitution of the United States made no provision for a system of national 
standard involvement in the educational process of the country (Alexander, 
1980; Salleh, 1995). The method of. development and maintenance of 
standards for college and university education programmes has been 
decentralised to the states and accrediting agencies (Harcleroad, 1980). 
Voluntary accreditation remains the traditional form of quality control in the 
U. S. A and it is uniquely American. Accreditation organisation in U. S. includes 
the Association of Independent Colleges and Schools, the National Association 
of Trade and Technical Schools or the Regional Institutional Bodies (CODA, 
1982). 
3.3.3 Hospitality Management Education in Malaysia 
As mentioned in Chapter 2, the development of higher education in Malaysia 
was based on the old colonial influences. The British system of higher 
education was used as the basis of higher education in Malaysia (Hussin, 1996; 
Hashim, 2001). The development of the hospitality management education in 
Malaysia also has the same influence as the general education system. Only 
that it is almost a duplication of the Europe i. e. United Kingdom, France and 
Switzerland, and U. S. A. (Hashim, 2001; Salleh, 1995; Goldsmith and Zahan, 
1994). In the early development stage, hospitality management schools in 
Malaysia, for years adopted the France and Switzerland hospitality education 
model. The craft based and emphasized technical skills of hotel, restaurant and 
food service operations (Goldsmith & Zahari, 1994), of these two countries 
were idolized before gearing towards the more generic nature of UK and US 
model. 
Malaysia hospitality management education's history is also relatively new. 
Hospitality management education in the developed nations is well established 
59 
Chapter 3: GEM: The Process (1) - Hospitality Management Education 
compared to Malaysia. Despite being new, hospitality management 
programmes have been growing rapidly in Malaysia. In its early development, 
Malaysian hospitality education has strong emphasis in the technical skills of 
food and accommodation (Certificate and Diploma). 
3.3.3.1 Structure of Programme 
Historically, hospitality education in Malaysia. is a duplication of the west 
particularly France, the U. K. and the U. S. A. This can be traced back in the 
early development of hospitality education at Institut Teknologi MARA (now 
Universiti Teknologi MARA- UiTM) itself (UiTM, 1999). During its early 
development, hospitality management education is considered a non-traditional 
academic discipline. At this point, hands-on approach education is recognised 
as the best way to learn about the industry. As such, the development of higher 
level cognitive skills and managerial competences is not a priority. On the other 
hand, industry recruiters consider these experiences as an important and 
necessary foundation for management trainee candidates. The industry 
recruiters seek out graduates of the programme that require operational 
abilities in the academic setting and believe, including educators, that these are 
the graduates best prepared to handle the business challenges of hospitality 
management. 
The Universiti Teknologi MARA's School of Hotel and Tourism Management 
was established in 1967 and was the first institute of higher education to offer a 
hospitality management programme at diploma-level (HND equivalent in the 
U. K. and associate degree in the United States) (UITM, 1999; Hashim, 2001). 
Hospitality management education in Malaysia began with the introduction of a 
3-year diploma programme (Swiss influence) in Hotel and Catering 
Management in 1969 (now called Diploma in Hotel Management) (Hashim, 
2001; ITM, 1999). 
Feedback from the industry has led the school to introduce certificate 
programmes (six months and one year) in the operational areas of 
Housekeeping, Front Office, Waiting and Food Preparation. Between 1974 and 
1976, three additional diploma programmes (Foodservice, Tourism and 
Culinary Arts) were introduced. The diploma programme attracted 20 students 
in its initial enrolment (Hashim, 2001) (See table 3.3 and Appendix B2 for the 
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course structure). The main purpose of the school is to accelerate the 
development of semi-professional and professional manpower for the hotel and 
food service industry. It provides training at craft and supervisory-levels of 
employment by offering diploma (three years) and certificate (six months to one 
year) courses. 
Table 3.3: UiTM's Diploma in Hotel Management 
Semester I 
Introduction to Hospitality Industry 
Foodservice Sanitation 
Introduction to Nutrition 
Kitchen Management 
Economics 
Enh 
Religious Studies 
Sexnester 3 
Food & Beverage Management 
Food Production 
Front Office Management 
Principles of Accounting 
English 
French Language 
Introduction To Computer 
Religious Studies 
Semester 5 
Industrial Training 
Semester 2 
Basic Cookery 
Basic Pastry 
Fundamental of Food 
Housekeeping Operation 
Fundamental of Management 
French Language 
English 
Religious Studies 
Semester 4 
Food & Beverage Cost Control 
Restaurant Management 
Commercial Food Production 
Principles of Marketing 
Computer Application on Hospitality Industry 
French Language 
English 
Religious Studies 
Semester 6 
Entrepreneurship Studies 
Human Resources Management 
Hospitality Marketing 
Innkeeper's Law 
Physical Plant Maintenance 
Hospitality Management Accounting 
Religious Studies 
Source: UiTM', 1999 
The objective of these programmes is to equip students with the knowledge 
and skills (vocational skills) specific to the hospitality industry. These 
programmes focus more on vocational skills rather than professional education. 
The expansion of the school was in line with the rapid development of the 
industry and the demand for a qualified workforce. The commitment shown by 
the Malaysian Government to the industry and hospitality education had 
resulted in the erection of a new complex for the school in 1992. The new 
building includes a 40 room-training hotel, a , banquet hall (200 capacity), 2 
meeting rooms (20-25 capacity), Laundry and linen room, 3 production kitchens 
(main kitchen, pastry kitchen and butchery), 2 outlet kitchens and 1 artist room. 
In 2000, the school branch campus at Terengganu received a new building 
which includes a 24 room training hotel, seminar hall, 1 outlet 
kitchen, 3 
training /production kitchens and a laundry room (Hashim, 2001; ITM, 1999). 
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Programmes conducted at UiTM consist of two important components: the 
teaching of relevant knowledge and competences (which takes place on 
campus) and the professional training with the industry. As part of the 
requirements of the diploma programme, students have to complete a six- 
month practical training in the industry. 
In 1995, the school moved a step forward by introducing the Bachelor's degree 
in hotel management education (UiTM, 1999). The degree programme focuses 
on the managerial aspects of planning and analysis as well as opportunities for 
research into areas of interest in the hotel industry. The duration of this 
programme is three years. The degree programme has been structured without 
the element of flexibility (see Table 3.4 and Appendix B3 for the course 
structure). 
Semester I 
Food Service Sanitation 
Kitchen Management 
Introduction to Nutrition 
Fundamentals of Food 
Housekeeping Operation 
Front Office Operation 
Engish 
Religious Studies 
Semester 3 
Service Management 
Managerial Economics 
Hospitality Human Resource Mgmt 
Hospitality Financial Management 
Semester 5 
Internship 
Research Methodology 
Hospitality Seminar 
Source: UiTM'. 1999 
Semester 2 
Principles of Accounting 
Economics 
Principles of Management 
F&B Service Management 
Commercial Food Production 
F&B Cost Control 
Engfish/French 
Religious Studies 
Innkeeper's Law 
Semester 4 
Food & Beverage Operation Analysis 
Room Division Operation Analysis 
Hotel & Restaurant Design & Layout 
Service Marketing 
Business Statistics 
Semester 6 
Hospitality Business Strategy 
Management Information System 
Research Project 
Students are required to take all the prescribed subjects. In hotel management 
education the `Food and Beverage' elements of the programmes are seen as 
the primary subjects. Very often kitchen and restaurant facilities are considered 
to provide the positive image and reputation of hotel schools. This is an 
indication of how hotel management programmes are seen as showing pieces 
of education and how students are expected to conform to the expected norm 
of waiters and waitresses, cooks and housekeeping attendants. 
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Students holding a Diploma or Sijil Tinggi Persekolahan (A-Level equivalent) 
qualification are eligible to apply. In the first year, students are exposed to the 
production and operation aspects of the business. UiTM gives priority to it own 
diploma holders. Those holding a Diploma are able to complete the degree 
programme in two years. The degree programme requires students to carry out 
a research project (thesis) in their final semester. To prepare students for this 
project, they are required to undergo a three months industrial attachment (not 
supervised) in during their third semester. The main objective of this 
attachment is to allow students to identify their area of interest for their 
research project. UiTM's degree programme has adopted the analytical 
approach in learning and understanding the industry. 
In general, the commonly offered subjects are of those found in most hospitality 
programmes in developed nations. All relevant literature on the subjects is 
imported mainly from the United States or the United Kingdom. The recognition 
of the American management practices and education system (semester) has 
been inculcated in Malaysian hotel management education (Hashim, 2001). 
Because the educational background from which many of the academic staff 
come is western oriented (overseas educated especially from the United 
States), their notions of teaching and learning is heavily based on their 
overseas experiences. 
3.3,3.2 Provision of Quality 
With the rapid development of the industry, the industry professionals are now 
beginning to question the effectiveness of the overseas approach in preparing 
future managers. With the recent expansion of hospitality' management 
programmes in Malaysia, there is a pressing need to ensure that the 
programmes offered by private colleges and universities are of high quality. In 
response, the Government has established the National Accreditation Board in 
1997 to monitor standards and provide assistance and guideline for quality 
control and assessment of courses offered. The objective of the National 
Accreditation Board is to determine the standards and quality of courses 
offered at public and private institutions of higher learning (Sidek, 2001; 
Hashim, 2001). 
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According to the guidelines established by the Board, only those institutions 
that have obtained accreditation are allowed to collaborate or go into twinning 
arrangements with foreign institutions. Before any new courses are introduced, 
it is mandatory for private Institutions of Higher Learning to obtain approval. 
Authorisation is granted based on the evaluation of five components, which 
include general information on courses offered, teaching staff, curriculum 
management system and the physical facilities at the institution. 
Apart from this, under the Institutions of Higher Learning Act 1996 and National 
Accreditation Board Act 1996, several subjects are made compulsory at private 
institutions of higher learning (to avoid foreign qualification ignoring the 
complexity of the local cultural environment). They are National Language A 
(for Malaysian), National Language B (for non-Malaysian), Malaysian Studies, 
Islamic Studies (for Muslim) and Moral Studies (for non-Muslim) (Hashim, 
2001). See Appendix B6 for list of institutions offering hospitality programmes. 
3.4 HME In the UK, US and Malaysia - In Contrast 
The major difference between the programmes in the U. K. and the U. S. A. is in 
the area of work placement or internship or professional training. The internship 
in the U. S. A. is normally not supervised or controlled by academic staff, as 
compared to the supervised work experience : (SWE) in the U. K. In the U. K. 
work placement is considered important to hotel management education 
(sandwich programme). Work placement is an integral part of the curriculum in 
a sandwich programme. Thus, a sandwich undergraduate programme has 
been developed aiming at the blending of theory with practical experience 
through experimental learning (DiMicelli, 1998). In the U. K. the benefits that 
can be derived from work placement have long been acknowledged and 
appreciated (as long as they can provide the evidence that learning is taking 
place in the work place). Prior to 1995, (Salleh, 1995; Hashim, 2001) the 
industrial training in Malaysia, although being supervised, there is no contract 
between trainees and employers nor a standard apprenticeship schemes and 
that the trainee is generally not paid for his/her training in the industry. At this 
same period of time, hospitality industry has been largely neglected by the 
authority (Salleh, 1995). 
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There are some principal differences between the U. K., U. S. A. and Malaysia. 
The most obvious difference between these nations is on the educational 
systems and the time frame of programmes offered (Moreo, 1983). Striking 
feature of the system of hospitality management education of the countries 
described is that they reflect the characteristics of the societies of which they 
belong (Salleh, 1995; Hofstede, 1994) 
The bachelor's degree offered in the U. S. A. universities requires four years to 
complete as compared to three years in the U. K. 's universities (except the 4- 
years sandwich programmes which combine academic study at the university 
with training in industry), and also three years in Malaysia. 
Nevertheless, the three-year programme in the U. K. is similar to the theoretical 
four year except in the U. S. A system; the first two years are devoted to general 
education. In most instances, hospitality management programmes in the U. K. 
incorporate student-led research, field based exercise, case studies and 
overseas work experience placements opportunity. 
Quality assessment is also another important feature in both countries. In the 
U. S. A. the method of development and maintenance of quality for college and 
university education programmes has been decentralised to, the states and 
accrediting agencies (for example the Council on Hotel, Restaurant, and 
Institutional Education (CHRIS)). (Table 3.5 illustrates the fundamental 
differences between these three nations). Apart from this, the cultural and 
structural differences between the hotel industries of these countries also play a 
significant role in influencing hospitality management education (Baum, 1992). 
Table 3.5: Fundamental similarities and differences between 
the U. K. U. S. A. and Malaysia 
UK USA Malaysia 
Duration 3 years (or 4 years 4 years 3 years (or 2 years with 
sandwich) diploma) 
Industrial Supervised Not supervised Supervised 
Attachment 
Qty Centralised Decentralised Centralised 
Assessment 
Curriculum Focus and specialised General (first two Focus and specialised 
years) 
Source: After Hashim. 2001 
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3.4.1. University of Surrey as a Benchmark 
In the wake of the hospitality management education, programmes in 
developing nation tend to imitate or copy those programmes of the developed 
counterpart (Jayawardena, 2001). Jayawardena (ibid) contended further that it 
is important to learn form the experiences of the developed countries, 
benchmark and main high academic standards. 
Holding to this principles, UiTM's Faculty of Hotel and Tourism Management in 
the process of establishing it programme as well as developing its teaching 
staffs had selected University of Surrey's School of Management Studies for 
the Service Sector (SMSSS) as a benchmark in order to propel in the industry. 
Several reasons were identified such as: 
'l. The school's reputation internationally. The Malaysian Government's Public 
Service Department regards the school as No. 1 in the hospitality and 
tourism sector (UiTM, 1999). 
2. The school's innovative, dynamic curriculum and the world-wide renown 
teaching specialists (HCIMA, 2001) with several holding professorship in 
various field of expertise namely Professor of Tourism, Professor of Food 
Studies, Professor of Hotel Management, Professor of Organisational 
Behaviour and the world first Professor of Inflight Catering. 
3. The schools is being rated as `excellent' by: HEFCE for teaching quality and 
rated highest in research and publications (Kipps, 2000). Again in 2002, the 
Guardian ranked the school first among : 
the hotel and tourism offering 
institutions. (See Appendix B4 and B5) 
4. The close links between the school and industry and excellent work 
placement programme had guaranteed the high employability rate among 
the graduates within the top universities (HCIMA, 2001). 
The utilisation of these assets would help U1TM in achieving the level of 
excellence in the teaching quality as well as the provision of academic curricula 
and modules. 
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CHAPTER 4 
GRADUATE EMPLOYABILITY MODEL: THE PROCESS (II) 
NATURE OF CURRICULUM, ACADEMIC PERFORMANCE 
AND PROFESSIONAL TRAINING 
4.1 Introduction 
In this chapter, the literature review is organized in three main variables that are 
involved in the second phase of the proposed graduate employability model, the 
process. The literature reviewed presents the debates that revolved around 
nature of curriculum in hospitality management education, the graduate 
academic performance and progression, and the contribution of professional 
training towards employability. 
4.2 NATURE OF CURRICULUM 
Education has changed drastically in the last twenty or thirty years (Bligh, 1990; 
Kelly, 1989), and with that important modifications have been made in all 
aspects of the education system. It is not surprising that the nature and 
structure of the education system has been changing at the same time as the 
social change "prompted by rapid technological advance (Kelly, 1989). " Kelly 
remarked further that an education system as a social institution should be 
expected to change along with other similar institutions. it is the need to ensure 
that it continues to develop, responds to the appropriate changes in society and 
to the increasing understanding of educational process. (Kelly, 1989, p34)" 
Thus, this should be the central concern of educational studies and especially 
of curriculum studies. 
There are various debates and researches regarding curriculum studies 
revolving around various fields, for example, national curriculum (National 
Curriculum, 2002), curriculum development and theory (Kelly, 1989; Young, 
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1999; and Mif ins et al, 2000), higher education curriculum (Fallows and Steven, 
2000), globalisation and internationalization curriculum (Kress, 1996; Baine et 
al, 2000; Gough, 2000), and hospitality and tourism curriculum designs (Harris, 
1995; Cooper et al, 1996; Kyoo, 2000; Smith and Cooper, 2000). In this study, 
the discussion revolved in the nature of curriculum within the hospitality and 
tourism education. 
4.2.1 What is curriculum? 
It is important from the outset to be clear about the kind of study we are 
involved in when we begin to explore issues related to curriculum studies. The 
first need is to achieve the clarity over what we are to understand by the term 
curriculum. It is a term that is used with several meanings and a number of 
different definitions of it have been offered. 
Curriculum denotes the content of a particular subject or area of study from the 
use of it to refer to the total programme of an educational institution (Kelly, 
1989), it also determines how performance will be assessed and reported 
(National Curriculum, 2001). The Microsoft Encarta World English (1999) 
dictionary define curriculum as "the subjects taught at an educational 
institutions, or the elements taught in a particular subject. " Some people say 
that curriculum is the list of courses that students' are required to take. Some 
argue that it is what educators teach students (LeFranco and Abbot, 1996), and 
in the context of hospitality, some claimed that in preparing a fine meal, one 
might need to culinary skills or maybe the leadership skills in theory. However, 
any definition of curriculum, if it is to be practically effective and productive, 
must offer much more that a statement about the knowledge-content which 
education is to teach or transmit (Kelly, 1989). Some people equate curriculum 
with syllabus and thus limit the planning to a consideration of the content or the 
body of knowledge that wished to be transmitted. The curriculum offered by an 
institution, and the curriculum received by individual pupils, `should not be 
simply a collection of separate subjects' (DES, 1981 quoted in Kelly, 1989). 
Posner (1992 quoted in LeFranco and Abbott, 1996) identified five co-current 
curricula: official, operational, hidden, null, and extra. He elaborated that "official 
curriculum is the published curriculum in a- university catalog; operational 
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curnculum is what actually happens in the classroom; hidden curriculum is what 
students learn for their university experience; null curriculum are the topics that 
are not taught but are essential; and extra curricula includes activities that 
student participates" (Posner (1992 quoted in LeFranco and Abbott, 1996, p5) 
For further attainment of such clarity in the planning of curriculum, several key 
issues are highlighted. It is the social, cultural, and economic setting of the 
course (Smith & Cooper, 2000); the philosophical relationships (Chen and 
Groves, 1999); the orientation (Walle, 1997; Hager et al, 2000; Young, 1999; 
Leveson, 2000) and the general models of the curriculum development and 
designs (Cooper et at, 1996, Kelly, 1989). 
To Smith and Cooper (2000), curriculum can only be fully understood in its 
context as the curriculum is socially and historically located and culturally 
determined. This is so, where pressures are' placed on the curriculum from 
many and varied stakeholders (Hashim, 2001; Smith and Cooper, 2000). In 
regards to the philosophical aspects, Chen and Groves (1999) provides a 
summary on the philosophical relationships elements in the development of 
curriculum. They emphasized the essential of examining the philosophical 
relationships so that the foundation of the course work and the competencies 
developed by students are on a long-term base. The philosophical bases are 
the elements that define and identify the nature of the curricula. Most of the 
curricular development literature is based on identification of courses or 
competencies for the students. The real structure of the programme is to 
identify a philosophy and build courses and competencies needed for this basic 
philosophical position. In this respect, those involved in education and training 
may benefit from an improved awareness of programme orientation, course 
content, syllabi, careers and industrial orientation (Chen & Groves, 1999). Chen 
and Groves (1999) claimed that the philosophical underpinnings for curricula 
will not change where the courses that are offered often change, based on 
trends that exist within the practitioner and academic communities. 
A philosophical position may be useful to academic units. Chen and Groves 
(1999) believed that the construction of the philosophical position may be useful 
especially to the tourism and hospitality academic units or the authors of 
curriculum materials by helping them to clarify their own ultimate purposes and 
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views with respect to education and to think through more clearly the ways in 
which their academic direction and materials can contribute to those purposes. 
In discussing the orientation of the curriculum, Walle (1997) raised the issues 
on specialized and generic nature of the subject areas. According to Walle, 
industry needs specialized skill, specific qualifications and educational 
programmes that enhance them. Curricula of specific in nature are highly 
practitioner-based and the course work within the curricula is job skill related 
(Chen and Groves, 1999). The boundaries in this type of programme are 
normally well defined. The product of students coming out from this programme 
is said to have a greater success in job-hunting because of the practitioner 
support. 
Table 4.1: Specialized and Generic Tactics Compared 
Specialized Generic 
Strategy Reputation based on practitioner Reputation based on academic savvy 
acceptance. and respect. 
Strengths Programmes address current practitioner The credibility of programmes is 
needs and teach specific valued skills. enhanced via acceptance by the 
intellectual commun . Weakness By focusing on ad hoc skills and tools General theories and a fine reputation 
perceived to be of current value by within the academic community might 
practitioners, other issues are ignored. take precedence over practitioners' 
issues. 
Trade-offs Current relevance at the practitioner level Practitioner acceptance and relevance is 
is accepted at the possible cost of sacrificed in order to enhance academic 
lowered academic respect. A gor and respect. 
A consideration of important issues, In order to remain at "the cutting edge, " 
which the practitioner world might not the current and perceived needs of 
currently perceive as valuable, is practitioners are not exclusively catered 
potentially sacrificed. to. This allows the field to provide 
leadership, even if some of its research 
does not possess an immediate applied 
value. 
Source: Waffle, 1997 
Waite (1997) further drew the specialised and generic issues of curriculum with 
regards to the hospitality industry. According to him, as the hospitality industry 
expands its reliance upon sophisticated theory and state of the art technology, 
educational programmes increasingly provide specialized preparation at the 
onset of careers as well as a continuing upgrading of skills which are tailored to 
the ever-changing needs of the industry. Walle (1997) distinguished two basic 
orientations that hospitality education thinking should be nested on. First is to 
view itself embracing the belief that hospitality education has multiple purposes 
and missions: to transcend the marketplace and the desires of customers, and 
second by nesting under business discipline such as marketing. Walle, (1997) 
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had outlined the specialized and generic tactics practised in the industry, 
comparing it in four areas i. e. strategy, strengths, weakness, and trade-off (see 
Table 4.1). 
The generic competencies that could be incorporated in the curricula are 
highlighted by Hager et al. (2000). He list out several key generic competencies 
such as: 
" Collecting, analysing and organising information 
" Communicating ideas and information 
" Planning and organising activities 
" Working with others and in teams 
" Using mathematical ideas and techniques 
" Solving problems 
" Using technology 
" Using cultural understandings 
These key generic competencies need to be learned and adapted to the unique 
and changing circumstances and by nature, serve to direct attention on to 
broader approaches to competence, also has strong sensitivity to changes in 
work context. The different forms that these key generic competencies take in 
different workplace contexts has been confirmed. For example, Stasz et al_ 
(1996, p5) said that: 
".. whereas generic skills and dispositions are identifiable in all jobs, their 
specific characteristics and importance vary among jobs. The characteristics of 
problem solving, teamwork, communication, and disposition are related to job 
demands, which in tum depend on the purpose of the work, the tasks that 
constitute the job, the organization of the work, and other aspects of the work 
context" 
Key generic competencies are major features of work in workplaces that focus 
on high performance or high quality products (Hager et at, 2000). Quite simply, 
in the context of increasing globalisation of the world economy a different 
understanding and training in the curricula in higher education and later in the 
workplace is essential. The internationalisation of demand has meant that 
higher educations and organisations need to transform themselves to provide 
greater quality; improvement and innovation; adaptability and reliability; and 
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service, thus required a more multifunctional and multiskilled future workforce 
(Hager et at., 2000). 
Groves and Wynne (1996) studied on the development of cooperation between 
academic and practitioners for better professional preparation programmes. 
They insisted that an open dialogue and exchange of ideas between the two is 
important and inevitable in identifying the pertinent competencies needed to 
train professional to be efficient and effective. They argued that practical skills 
which have an ability to be transferred from one setting to another is needed to 
accommodate the differences. They spread out the differences of skills as: 
industry specific skills - that has application to the industry; functional skills that 
has transferability to a limited number of industries and, generic skills - which is 
important to all job related environments. At this juncture it can be drawn that 
specific skills refers to information based on : job function or content related 
function, and generic skills are basic information which is a knowledge base 
that can apply to any job situations (Groves and Wynne, 1996). 
Another important orientation of curriculum is the academic and vocational 
nature (Young, 1999), or some regard it as liberal business and vocationalism 
(Grignon, 1971; Braverman, 1974; Airey and Tribe, 2000). General business 
education is a very important subject. It has a major impact on how students 
plan their lives, at the institution and at work as well as on their experience. On 
the other hand, it has often been observed- that the vocational curriculum 
reproduces the social and technical relations of the work place. Vocational 
classroom teach students how to be good workers, and this means learning 
one's place in a class society, carrying out procedures that allow business to 
proceed efficiently and putting the employer's needs above one's own, or 
seeing them as identical (Grignon, 1971). 
Indeed, some preconceived ideas still think that vocational education is 
regarded as an addendum to the existing liberal curriculum. It is studied by the 
lower streams of student, segregated and separated from the academic 
curriculum (Baine et al, 2000) 
A well integrated curriculum of this vocational nature should provide students 
with the practical knowledge and skill they require to function, without placing 
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them at a disadvantage when competing with other students for higher levels of 
academic instruction and limited employment opportunities (Baine et al, 2000). 
According to Baine et al (2000), a systematic teaching of thinking and study 
skills should be an integral part of all curricula at all education level. Skills such 
as: application, analysis, synthesis and evaluation (Bloom, 1956) of information 
and strategies: alternate methods of problem-solving applied to novel problems; 
decision-making applied to real-life situations; information collection and 
evaluation; hypothesis building and testing; making inferences and drawing 
conclusions; using meta-cognitive strategies; self-directed learning; enquiry 
learning, and critical thinking. These skills should be integrated across all 
curriculum areas. Curriculum should be developed to integrate functional 
knowledge, skills, attitudes and values required in students' current and future 
lives with academic subject areas. 
Young (1999) wrote about academic / vocational divisions in the curriculum, 
and knowledge, learning and curriculum in a Learning Society. It deals 
comprehensively with changes in the roles of qualifications in England against a 
backdrop of changed economic organisation - global issues of specialisation in 
work and education. Payne (2000) said that there is a vision of a future 
curriculum that will prepare students to live positively as adults, workers and 
citizens in conditions of massive socio-economic change and ever increasing 
uncertainty in the twenty-first century. The emerging economic conditions and 
the shift from material to human resource-based strategies of production pre- 
figure a radical, new curriculum of the future ` that overcomes the 
academic/vocational divisions that scar past and present (Payne, 2000). As 
Young (1999, p11) notes: 
'. 
_ . 
it involves a concept of a future society, the kind of skills, knowledge and 
attitudes that will be needed to create and sustain it, and the relationships 
between types of knowledge, between academic and vocational learning, 
between theory and practice and between subjects that will make such a 
society a real possibility. " 
For example, the English post-secondary curriculum and qualification system 
have for too long consigned different social groups to different educational 
ladders on the ground of suitability , 
and relevance, at the end of which lie 
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radically different employment prospects, status and power resources (Young, 
1999; Payne, 2000). 
Young (1999) stated that the vocational skills acquired, give the students 
employability skills as the critical thing - good skills and good mechanical skills. 
Grignon (1971) wrote that vocationalism is based on the assumption that there 
are specific skills that can be taught in the institution which, if mastered, will 
make students more productive employees who will be hired in preference to 
other graduates. According to him, vocationalism is interpreted as specific skill 
training, preparation for works which means rehearsing the activities they will 
perform at work, reproducing the workplace in the classroom, producing the 
correspondence. The assumption that this kind of curriculum will improve 
students' chances in the labour market must become a belief of both employers 
and students if it is to have effect. At this juncture, licensing and credentialing 
mechanisms are used to enforce the taking of these course as an evidence that 
vocational provides an advantage for students in the labour market. 
In differentiating the nature of general business and vocationalism, Grignon 
(1971) sums up that vocationalism is a process of exhibiting `technical' culture 
and morality, where good work resides in carrying out tasks neatly, efficiently 
and competently, not in explaining or understanding or analysing the 
differences between academic cultures and technique cultures and the 
difference between exploring the nature of the world and learning how to 
perform in the world. On the contrary, it is clear that business classes show 
students how to perform, they do not explore how or why these techniques 
have arisen or how they have been or might be managed differently. 
In response to changes in the labour market, it is pertinent to reorient the 
curriculum from teaching specific vocational skills to teaching more general and 
academic skills. A shift towards teaching `life skills' instead of vocational skills, 
in which `life skills' maintains the vocational relevance of the traditional business 
education programme even as the workplace changes. A life skill seems more 
saleable than specifically vocational skills because they apply to everyone. Life 
today is more complicated, because technology is more complicated, and that 
people have obtained more education in response to the requirements of the 
more complex jobs they do. (Braverman, 1974) 
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Bach and Milman (1996) echoed and suggested paradigms shift for a new 
focus designed for the future in determining the skills, competencies and 
knowledge that will be required of graduates preparing for the managerial 
positions in the coming years. In pursuing the shift from traditional 
management curriculum to a more innovative goals of revised business school 
curriculum, they conducted a survey on educators, students and practitioners 
regarding the content matters to be incorporated in a new curriculum and found 
some interesting results. Thirty-one percent of the 345 statements they 
proposed were perceived as specifically related to hospitality and tourism 
functional areas while the remainder of the statements reflected "generic" 
business skills that should be obtained by the students through their 
educational process. They concluded that curriculum is a critical issue of 
concern, coupled with the quality of faculty and institutional resources 
Other aspects of curriculum are the curriculum development and designs. 
Several authors had their own interpretation, concept, theory and models (see 
Kelly, 1989; Cooper et al, 1996; Smith and Cooper, 2000). Kelly (1989) outlined 
several issues related to the design of curriculum applicable to broad general 
disciplines. He associated the curriculum design with the changes faced by 
society which are prompted by the technological advances. Ladkin (1995) 
addressed the same issues in the context of the hospitality and tourism, the 
problem faced by the industry, in relation to the differences in hospitality 
industry in term of employers' perception and employability status. Cooper et al. 
(1996) and Smith and Cooper (2000) report on the various methodological 
approaches to study curriculum development. Their examination of the 
hospitality multidisciplinary literature indicates a number of conceptual and 
methodological perspectives to study the issue. 
Curriculum development is an art at best (Chen & Groves, 1999, p39). 
Curricular development must be related to outcomes of a student product. 
Student products are the ultimate achievement of any curricular process. Any 
institution must critically review its student product in relation to the processes 
to achieve the best student product for the institution linked to the professional 
needs of the community that the academic institution serves. 
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Hospitality education as an example is striving for parity within the economic 
world and is seeking a unique mission which will distinguish it from other 
academic programmes (Walle, 1997). 
4.2.2 Hospitality Management in Context 
Hospitality education starts in 1922 by Cornell in the USA, and the early 
development remained in America (Fuller, 1983). UK too has rapidly expended 
their catering education after the WWII (Fuller, 1983) and in the 1960s the first 
degree was awarded. At the initial stage, emphasis was on the vocational or 
technical side of food and lodging and only in - 1980s was economics involved 
then later changed to the trend to business administration. 
The emphasis of hospitality education could be divided into two (I) vocational or 
specific, (ii) and generic (Airey and Tribe, 2000; Christou, 1999, Fuller, 1983). 
Early education is more to meeting the industry staffing demands than student 
educational needs. There is where the (a) skills, (b) industry experience, and (c) 
curricula play an important role. 
There are quite a number of articles dealing with the construction and 
development of curriculum in hospitality and tourism educations (Chen and 
Groves, 1999; Harris, 1998; Smith and -Cooper, 2000). Most of these reviews, 
or studies, examine course work or competencies from a practitioner and/or 
academic perspectives. 
In the effort to understand the base differences among hospitality and tourism 
academic programmes, and as postulated earlier, it is important to understand 
their philosophical base. Chen and Groves (1999) further stated that the 
important factor to understand the philosophy is to consider under what 
administrative control is the tourism and hospitality programme. They list some 
of the types of discipline under which these programmes are offered such as 
education, consumer and family science, business, applied economics, and 
hotel administration (Chen and Groves, 1999). Each of these content areas will 
have a different philosophical impact on tourism and hospitality programmes. 
This will not only affect the content per se, but the type of students that are 
attracted and produced. 
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A distinct characteristic of hospitality curriculum is that the courses are being 
prominently influenced by the industry (Airey and Tribe, 2000). Airey and Tribe 
pointed that vocational action is the dominant component in the hospitality 
curriculum. From the on-the-job training orientation (Nailon, 1981 quoted in 
Airey & Tribe, 2000), it is important that the hospitality education evolve in ways 
that will lead to a prestigious and productive future. Eventhough business 
schools and hospitality programmes perceive their missions in different ways. 
Now, business schools have exerted increased influence upon hospitality. 
Business schools focus upon the generic strategy and tactics, while hospitality 
continue to be equally concerned with specific skills. Hospitality programmes 
tend to be spread throughout the academic world in complicated ways. This 
tendency prevents the dominance of any one academic orientation. Hospitality 
education is comprised of diverse programmes possessing different affiliations 
which view their missions in a variety of ways (Chen and Groves, 2000). 
Hospitality is not a self-contained field like accounting; as a result, cross- 
disciplinary research is inevitable and essential. According to Walle (1997), 
tourism and hospitality is a broad discipline profession, which is not bounded by 
a well defined practitioner focus or by self contained intellectual traditions. 
Hospitality is an applied, eclectic social science; as such many of its theories 
and concepts come from diverse fields. 
As it is important in keeping the curriculum current, synchronizing the relevancy 
of the hospitality curriculum to the need of the industry is through curriculum 
review (Lefever and Withiam, 1998). Curriculum review demands regular 
contact between industry and academic and could be achieved through class 
visitation or participation in executive-education programmes. Today, in the 
context of hospitality, industry and academic are tied more closely together 
compared to years ago since institutions have offered formal hospitality 
management curricula. It is believed that industry professionals have a broad 
enough view of both the hospitality industry and hospitality education that their 
comments are worthwhile for all of academia. 
Through curriculum review academia gains the sense of what issues face the 
industry in the next few years. Issues like, human resource issues, 
management - running an effective business, implementation of new 
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technologies, marketplace issues -quality services, cost control, work and life- 
style, International study and managing diversity is quite important (Lefever 
and Withiam, 1998). 
Bartlett, Upneja and Lubetkin (1998) divided hospitality curricula into several 
categories, (i) the need to balance "general education" with "careerism " or 
training; (ii) to meet industry needs, and (iii) vocational image in academy. 
General management skills and abilities are given priority in company provided 
training as well as in management programmes in higher education institutions 
(Geissler and Martin, 1998). 
Figure 4.1: 
Topics, Subjects, or Areas of Coverage to be included in a Hospitality Curriculum 
Source: Bach and Milman, 1996 
Bach and Milman (1996) suggested four clusters of skill to be included in a 
hospitality curriculum, which are (1) skills pertaining to business functional 
areas (e. g. finance, marketing, etc. ) (2) skills pertaining to hospitality / tourism 
functional areas (i. e. housekeeping, foodservice, travel etc. ), (3) personality 
skills pertaining to the individual characteristics or traits of an effective manager, 
and (4) analytical skills or the ability to master various types of information 
through computer literacy, reports, research, etc. (see Figure 4.1). Observing 
the clusters of skills, and echoing from all the debates and understanding, it is 
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equally important that specialized and generic. (Walle, 1997) or the vocational 
and action (Airey and Tribe, 2000) aspect of the curriculum in the development 
of graduateness and readiness of students entering the labour market to be 
efficient and effective personnel at all levels. Curriculum is the heart of 
undergraduate education - (Bartlett, Upneja &, Lubetkin, 1998). The courses 
require and dictate what students learn and how well they are prepared for the 
post graduation careers. 
4.3 ACADEMIC PERFORMANCE 
Concern with the academic performance has, increased during recent years. 
This is due to much publicised growth of the student population, which 
outstripped the expansion of facilities, thus heightening the competition for 
admission, especially to the better universities and colleges of higher education 
(Pitcher and Purcell, 1998). 
The source of interest in the prediction of academic performance is the growth 
of course programmes designed to identify and support the training of students 
with outstanding talents (McKenzie and Schweitzer, 2001). Early research on 
this subject focused primarily on intellective ability factors (Lavin, 1965; Holder 
and Wankowski, 1980; Watson and Monroe, 1990) as predictors. Recently 
there have been important shifts in emphasis and in the conceptualisation of the 
problem due to the recognition that some students perform better and some 
students perform worst. The search for causes of these variations in academic 
performance led to non-intellective or personal characteristics, and social 
environment (Lavin, 1965; Holder and Wankowski, 1980; Hannan et al. 1996; 
meson and Kempa, 1997; Holmes, 2000 & 2001; Martinot and Monteil, 2000) 
besides the fore mentioned intellective ability factors. It is pertinent to explore 
the concept of performance before focusing on : the academic performance or 
to 
be exact the prediction of academic performance. 
4.3.1 Concept of Performance 
The works regarding performance can be credited to several authors (see 
Holmes, 2000; Torrington and Hall, 1998; Holder & Wankowski, 1980; Lavin, 
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1965). At least, two conceptual issues regarding performance were detected; 
performance in a learning discourse, and performance in the human resource 
aspects. 
Performance in the learning discourse was conceptualised by Holmes (2000, 
2001) According to Holmes (2000), the notion of "performance" has a central 
place in the contemporary discourse of learning and competence, used to 
translate abstract ideas and ideals of lifelong learning, organizational learning, 
learning society, etc., into practical measures. He conferred that changes in 
performance provide the identifiable measures that learning has taken place, 
and as evidence of enhanced competency or capability. 
No doubt that, different versions of the learning and competence/capability 
agenda may place different emphases upon the extent to which such 
performance changes may be predetermined or are essentially emergent, but 
the assumption remains that "performance provides the basis for attribution that 
learning has (or has not) taken place (Holmes, 2000, p256). " 
Holmes argued that performance cannot be taken as transparent evidence of 
learning. Rather the attribution of performance is itself the outcome of situated 
acts of interpretation, essentially contestable and negotiated, subject to 
reinterpretation and renegotiation (Holmes, 2000). Figure 4.3 illustrates Holmes 
theory of performance through the practice-identity model. 
Figure 4.2: Practice-identity model of the interpretation of performance 
Practice 
Activity Intepretatiön --º Performance 
Identity 
Source: Holmes (2000,2001) 
Holmes (2001) believes that a person's performance is not observable in 
objective terms. He stated further that the observation of performance involves 
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an act of interpretative construction of activity as performance-of-a-kind, which 
depends on two conditions: (1) there must be a set of social practices, 
appropriate to the social arena in which activity is being carried out, such 
activity is taken to be an instantiation of one of such practices, and (2) there 
must be a set of identities or positions, appropriate to that social arena, 
whereby the individual whose activity is under interpretation in the current 
situation is deemed to occupy one such identity. 
As a summary, Holmes (2000,2001) stated that under the conventional 
approach, "performance" appears to tell that: 
" learning is a function of entities, (1) individuals - based on the idea of a 
change of internal states (knowledge, understanding, disposition, skill, etc. ), 
which results in a change in the pattern of activity by the individual, i. e., their 
performance in particular contexts; and (2) applied to collectivities i. e. 
teams, organizations, communities, societies, or nations. 
" required learning can be identified (through analysis of performance 
requirements) 
" the extent to which learning has been achieved can be measured (through 
assessment of performance) 
In the human resource aspects, Torrington & Hall (1998) stated that 
performance is a result of commitment. According to them, it is the attitudinal 
commitment that leads to loyalty and support. for education, a belief in its values 
and goals and readiness to put effort for the study. Performance is typically 
seen as a result of the interaction between individual ability and motivation. 
Performance cycles (Torrington and Hail, 1998) identified three key aspects of 
effective performance, as shown in Figure 4.4. This step recognises the 
importance of a shared view of expected performance between educator and 
student. The view is expressed in a variety of ways, such as performance 
standards, specifics objectives or targets, and essential competencies. 
While the student is working to achieve the performance agreed, the educators 
or institutions retain a key-enabling role. Organising the resources and 
placement is clearly essential. Ongoing guide and coaching during the study is 
especially important. They are in a position to provide practical job experience 
to develop the critical skills and competencies, which the student needs, and 
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can provide job-related opportunities. Educators identify role model to students, 
and help to explain how high achievers perform well. 
Figure 4.3: Three key aspects of effective performance 
Planning 
Performance 7" 
Supporting 
Performance 
Reviewir 
Performar 
Source: After Torrington & Hall, 1998 
Reviewing performance is an important activity for students to carry out in order 
to plan their study and priorities. The review facilitates future performance, and 
provides an opportunity for educators to confirm that the student is `on the right 
track' (Torrington & Hall, 1998) or redirect them if necessary. 
4.3.2 Prediction of Academic Performance 
Over the past decade, extensive research has been conducted on variables 
predictive of academic performance. Researchers who sought to discover 
factors associated with high academic performance have examined an array of 
variables such as the intellective ability (mentioned earlier), and non-intellective, 
the personal characteristics, and the social setting of students. The foundation 
for understanding the prediction of academic performance and discussions on 
this aspect of intellectual ability was laid in 1965 by Lavin. According to Lavin, 
the studies of academic achievement were central on the traditional criterion, 
that is the students' grades (Lavin, 1965). It is apparent that this criterion is still 
held plus few other factors that authors within thirty years later had studied and 
researched. The overriding use of this criterion has been cause of concern 
since it involves the question of goals and value premises that underlie the 
heavy emphasis on grades as an index of academic performance. 
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Grades or marks, from the admission standpoints, is clearly seen as the 
screening criteria (Hannan et al. 1996) and be used as a prediction on the 
ability to complete successfully a programme of study leading to a degree and 
at the same time "high grade have assumed the status of a terminal value; 
academic performance, particularly as represented by high levels of academic 
achievement, has become an end in itself "(Lavin, 1965, p65). 
Traditionally, academic performance refers to some method of expressing a 
student's scholastic standing (Lavin, 1965). It is defined by the gap between the 
level of academic achievement and the expected educational outcome. Usually 
this is measure as grade of a course, an average for a group of courses in a 
subject area, or an average of all courses expressed on a 0-to-100 or 
quantitative scale. The average (some uses grade-point average) is then taken 
as the measure of academic performance. This is the measure practiced widely 
by educational institutions. Sometimes measure of performance uses a 
standardised achievement test or is evaluated on a verbal scale ranging from 
"excellent" to "poor" (Borde, 1998; Hannan et at. 1996; Henriksson and 
Wolming, 1998). Grades are unquestionably an index of competence in 
educational works, and the reliance on their applicability is not unimportant. 
Grades are an approximate measure of academic performance (Jaknis, 1997) 
The grading process is not very accurate. It frequently does not measure 
valuable skills important in education i. e. creativity and insight. Another aspect 
of concern is that not all students take the same courses, they study in different 
subject areas with different curricula, and some types of subject area may be 
more difficult than others. Another example is that educators use different 
criteria in assigning grades or marks. Grades or marks are awarded from tests, 
examinations, term paper assignments, oral participation in class (sometimes 
important and sometimes not), term projects etc. The weight received in 
determining the grades in all these also varies. 'Moreover, students differ in their 
ability to perform well in different areas (Watson and Monroe, 1998). 
Evidently, a student's grade or marks is more than something that characterises 
them as does their scores on a personality inventory or an intelligence test. A 
grade should be viewed as a function of the interaction between student and 
educator (Lavin, 1965). To predict a grade, one must know not only about the 
student (ability, personality, values), but also the educator as well 
(Lavin, 1965; 
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McKenzie and Schweitzer, 2001). The most common yardstick in use is the 
total point score which is built up from the grades students achieve in different 
subjects. The most important predictor, of how well a student would perform at 
some later date was how well they had already performed at some earlier time- 
point (Arnot et al, 1998; Davidson, 2002). Not surprising, there is also evidence 
that grades negatively affect a student's educational career (Eide and 
Showalter, 2001). 
In determining the variables used as predictors, to academic performance some 
precaution needs to be exercised. First is the standardisation of predictors' 
measures. Many predictors have similar labels but in reality, they may be 
measuring different content. A standardisation should be established since the 
basic end to any study is the culmination of a body of reliable knowledge 
(Stubb, 1997). 
Second is the independence of predictor measures. There are variables with 
different labels, which are not independent of one another. One index of 
usefulness of a variable is that it is to make an independent contribution to the 
prediction of performance (Lavin, 1965). 
In interpreting the relationship between predictors and performance criteria, it 
involves the types of association between the two and the assessment by 
means of correlational analysis or the question of the causal status of the 
predictor variables (Robinson, 1997; Hecht, 2001). 
intellectual Ability 
Academic performance, broadly defined, should go beyond the common criteria 
of examination passes and should cover the education as a whole. However, 
authors have been pragmatic in reflecting the definitions that have currency in 
the field - and these tend, on the whole, to be concentrated on achievement 
in 
tests and examinations (Arndt et al, 1998; Hannan et al, 1996) or the intellectual 
ability. 
The intellectual ability covers the dimension of problem solving capacity (Niii, 
2001; Lavin, 1965). The theoretical positions of intellectual ability rest in three 
headings (Lavin, 1965): first is the intellectual ability as an index of inherited 
Rd 
Chapter 4: GEM: The Process (11) - Nature of Curriculum, Academic Performance and Professional Training 
ability; second is that intellectual ability is largely a product of cultural factors; 
and finally, there is an opinion that intellectual level is determined by the 
interaction of heredity and environmental functions (Lavin, 1965). As Ghoslin 
(quoted in Lavin, 1965, p113) put it, 
"A person's test score reflects a number of different factors. The major variables 
are, the individual's inherited potential, both in terms of (1) general intelligence 
and (2) specific capacities for training, plus the environment in which the 
organism has developed. Within the general category of environmental 
influences, are the effect of (3) the individual's cultural background, (4) his 
formal training experiences (school and the like), (5) his experience with similar 
tests, and (6) his general health. " 
The relative importance of these factors in determining the intellectual ability, 
success in education requires certain cognitive skills (Suet, 1998). Measuring 
cognitive skill for intellectual test was found moderately successful in predicting 
academic performance (Suet, 1998, Niit, 2001; Rau and Durand, 2000). 
Consequently comparisons of academic performance need to be treated 
cautiously. Ability measures are the best single type of predictor for academic 
performance (Lavin, 1965). 
An example of the link between earlier and later academic achievement, is that 
of performance in UK A-levels examinations, which is seen by some to have a 
noticeable effect on final degree examinations through its influence on the first 
year's degree performance (Fulton and Ellwood, 1989). It is further suggested 
that as the influence of the admissions grades dissipates, through the course of 
university study, personality characteristics acquire greater importance and 
contribute more significantly to study and hence to final examinations and 
thereby influence final performance. 
Personality Factors 
In a review of the literature on factors affecting college grades, from references 
discussed nearly half of these were concerned with non-cognitive variables or 
non-intellectual characteristics. Holder and Wankowski (1980) drew attention to 
a substantial body of work which showed ratings for a wide variety of traits 
(including industriousness, attitudes to work, methods of study, and amount of 
time spent for study) had frequently been found to have interesting correlations 
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with educational achievement though not always to a significant extent. 
Furthermore, the literature enables the study to list some variation to personality 
factors. Career success, critical-mindedness, and creativity are valuable for a 
variety of personal and societal goals (Ripple and Luthar, 2000). Otherrauthors 
associated academic performance of university students with somemotivational 
states i. e. anxiety, achievement motivation, level of interest (Lavin, 1965; 
Watson and Monroe, 1990; Robinson, 1997) and the like. Some personality 
style factors include independence, impulse control, and introversion (Holder 
and Wankowski, 1980; Ripple and Luthar, 2000; Cassidy and Eachus, 2000). In 
behavioural level it involves the study habit or learning style (Hsu, 1997/1998; 
Davidson, 2002), and the self-concept (Suet, 1998; Beyer, 1999; Martinot and 
Monteil, 2000). The contribution of all these variations is hard to pin down and 
quantify but the presence could be felt. A brief discussion of the variables 
studied in earlier research would be appropriate. 
't . 
Study habits and attitudes towards study - it is to assess the actual 
mechanic of studying or learning style; and also the students' attitudes 
toward studying and study related work (Davidson, 2002). In the 
assessment of attitudes, Lavin (1965) found a tendency for 
overachievers to attend university for intellectual reason and 
underachievers attend for `some negative' reasons i. e. getting away 
from home. Study habits or learning style can predict academic 
performance and show positive attitudes toward university education, 
this belief includes value of intellectual pursuit (Saenz et at. 1999, Silins 
and Murray-Harvey, 2000) 
2. Interest - it could predict that students with high scores on interest 
in 
hotel management will have high grades or marks in hotel subjects than 
students whose interest is low, However, there is some evidence that 
students enrolled in a professional curriculum, measures of interest are 
not related to performance (meson and Kempa, 1997). A study in the 
USA (Cassidy and Eachus, 2000) found that students who are more 
certain of their occupational choice are likely to perform at a higher level 
than students who are unsure of what goals they wish to pursue. 
3. Theorists agree that achievement motivation - the need of an individual 
to perform according to a high standard of excellence (Lavin, 1965). 
Using a projective measure i. e. the Thematic Apperception Test (TAT) 
Lavin (1965) isolated five factors in achievement motivation: (1) 
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academic motivation and efficiency; (2) self-satisfaction; (3) wish- 
fulfilment motivation; (4) non-academic achievement orientation; and (5) 
external pressure to achieve. This academic behaviour can be seen as 
intrinsically motivated or extrinsically motivated. Intrinsically motivated 
are engaged in the task for their own sake and personal pleasure and 
satisfaction (Robinson, 1997). 
4. Independence - the need to make decisions and select alternative 
courses of action on one's own without seeking the advice or support of 
others. Independence appears to be positively related to performance 
(Borland and Howsen, 1999). 
5. Impulsivity. Impulse control concept includes persistence, endurance 
and compulsiveness (Holder and Wankowski, 1980). For low ability 
students, the endurance and compulsiveness show low performance 
compared to those with higher ability. 
6. Anxiety. Four characteristics that materialised in this variable (1) 
permeability, or tendency to be influenced by internal and external 
stimuli; (2) stability, or the degree of nervous tension; (3) achievement 
motivation; and (4) need for affiliation. ' Moderate anxiety leads to high 
academic performance as compared to extreme anxiety (Robinson, 
1997) 
7. Self-image. Some terms used to describe self-image such as self- 
acceptance, positive self-image, self-esteem, self-determinance, and 
self-confidence. Study shows that students with high self-estimates of 
intelligence had higher grades than students of equal level but lower in 
self-estimates of intelligence (Watson and Monroe, 1990; McKenzie and 
Schweitzer, 2001). A positive self-image is associated with higher 
academic performance. 
From the above discussion, it could be summarised that in the prediction of 
academic performance, the personality factors listed in Table 4.2 tend to be 
associated with higher levels of academic performance. 
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Table 4.2: Listing of Personality factors associated with 
1. Good study habit or learning style 
2. High level of interest 
3. Higher achievement motivation 
4. Greater independence 
5. Moderate anxiety 
6. Moderate impulsivity and compulsion 
7. Positive self-ima e and self-determinance 
Source: Lavin, 1965 
Sociological Determinants 
In contrast to the research on intelligence by Lavin (1965), and by Watson and 
Monroe (2001), other research indicates that sociological determinants play a 
significant role in mediating academic performance. Social demographic, 
background of previous schooling, student temperament and family support 
have consistently been shown to be factors of great importance. Robinson 
(1997) linked parenting styles to children's academic performance and identified 
three parenting styles: authoritative, authoritarian and permissive. 
To what extent do previous schoolings have differential effects on educational 
achievement, effects that are clearly independent of background differences in 
the ability level and socio-economic and social background of the student 
bodies? Do states control and resourcing mean that most schools are so similar 
in their resource levels, in the qualification of teachers and the nature of the 
curriculum and pedagogy applied as well as in other organizational 
arrangements, that the remaining variable between schools has very little effect 
on student performance? 
Students of the same ability level and similar socio economic backgrounds may 
achieve much the same results whichever high education institutions they 
attended. `School effectiveness' means school organization and process, 
school culture and ethos, instructional f pedagogical practices and classroom 
interaction processes. Other relevant factors that might have influences over 
academic performance would be (Hannan et al. 1999): 
" School choice, the social composition of school intakes as well as other 
school-type characteristics 
. Differences in aptitudes, abilities and attitudes of male and female students 
existing prior to entry to higher educations 
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" Gendered differences towards subjects and occupational/family-role 
expectation 
" Interaction between student and educators and amongst students 
In summary, the academic performance of students are greatly influence by the 
intellectual ability (cognitive) as well as the non-intellectual aspects 
(psychosocial, demographic, and personality characteristics). Material is 
learned, but skills and abilities must be developed. There are evidence that 
previous performance and school level serve as a significant predictor of 
performance. Integration into university, self-efficacy, and employment 
responsibilities and commitment were also predictive of university grades 
(McKenzie & Schweitzer, 2001; Henriksson and Wolming, 1998; Borde, 1998). 
Personality, social class, and school education all have noticeable effect on 
achievement at university, what is not so clear is how they have that effect. 
Personality is affecting students in their degree study rather than there being 
some "carry over" effect from personality affecting their school studies. 
Excellent in school does not correlate with excellent in university. 
The personality dimensions of students seem. to affect patterns of success or 
failure in many ways at different levels of education (Holder and Wankowski, 
1980). The socio-economic status of students also seems to be linked with their 
temperamental dispositions, suggesting that, for some individuals, reaching the 
university stage of education may be easier if they are of a certain personality. 
The grades of degrees achieved by students constitute, not unnaturally, the 
measure of academic success at university - 'the highest rung of the well- 
stretched ladder of formal education, a crowning result of nearly two decades of 
schooling, a third of the normal span of active life (Holder and Wankowski, 
1980, p78)". 
4.4 PROFESSIONAL TRAINING 
Over the past decade, the number of articles discussing hospitality professional 
training has been considerable (Kotschevar, 1993; Kavanough, 1993; Farley & 
Vorwald, 1993; Lefever & Withiam, 1998; Van Hoof, 2000). Publications have 
appeared on what is expected from professional training, on how industry feels 
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about student work experience and on what students would like to get out of 
their attachment in industry. It is regarded as a valuable learning tool and 
student experience (Van Hoof, 2000) and had become an important component 
of hospitality education curricula. Prior job experience and professional training 
was mentioned as the effective way to help students make the transition from 
academia to industry. 
The term professional training is also known as internship, externship, practical 
training, cooperative training, work placement, * and industrial attachment (Van 
Hoof, 2000), depending on the utilization and purposes. This study uses 
professional training throughout. 
Students, generally apply and interview with local hotels, restaurants, school 
and hospital foodservice operations to obtain employment to complete their 
professional training requirement. Students are hired as regular employees of 
the operation and perform all appropriate job functions. During the professional 
training, students get opportunity to practice hands-on skills they have learned 
in the classroom. In addition, they have the opportunity to observe and report 
on such areas as organizational structure, employee satisfaction, 
management's attitudes and philosophy, customer satisfaction, product and 
service standards, control systems within operation, type of clientele (Farley 
and Vorwald, 1993), suggestions to improvement with the operation, self- 
evaluation of their experience. "Professional training is not only a unique 
educational experience, it is a unique personal experience" (Farley & Vorwald, 
1993). Students who do not participate fully in the industry professional training 
did not receive an opportunity to apply management skills learned in the 
classroom. 
Students who had the opportunity to do professional training, get credit for their 
efforts. With this students, employers and institution all feel that professional 
training adds an important component to a student's academic and personal 
experiences. The hospitality industry, educators, and students all agree that the 
experience gained in a hospitality job is not only vital to the future success of 
hospitality education students, but also an experience that cannot be gained in 
academic setting (Van Hoof, 2000, p8). 
Wildes and Mount (1997/1998) perceived professional training as a concept of 
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learning through experience, or experiential learning, serving as one area of 
experiential learning in which participants can develop competence through 
active learning. "The transition between traditional learning in the classroom 
and prior placement of students in internship positions provides a context in 
which students learn to apply classroom-acquired instruction to professional 
situations (Wildes and Mount (1997/1998, p44). " Theoretical guidelines were 
established so that both educators and workplace supervisors could band 
together with the common goal to produce students with meaningful skills 
applicable in the workplace. 
Kotschevar (1993) said professional training is an excellent way of introducing 
students to situations that they will face when they go into the industry. He 
suggested professional training be specialized in two areas; increase work 
experience, and partnerships. Kavanaugh (1993) says that as professional 
training increases work experience, it brings contact with many professionals at 
all levels. It is a key element of success by developing a professional network 
through these contacts. Every opportunity must be taken to meet people and 
benefit from these acquaintances. Meeting new people through professional 
training provides an opportunity to expand knowledge. It is an opportunity to 
gain knowledge through the experiences of others. 
The success of industry professional training depends on the strength of the 
relationship between student, advisors and propriety managers (Farley & 
Vorwald, 1993). It is a partnership, and as partners, all members are equally 
important. Professional training also assesses attitudes of participants. The 
attitudes, expectations and assumptions, brought to job by employers and 
employees, students when joining these group of employers and employees, 
benefits from the rich, diverse and the varieties of knowledge. 
Lefever & With jam (1998) in their survey reported that the industry gave strong 
support on professional training. They claimed that employers were more 
concerned with the extent of the experience rather than the specific nature of 
the assignments. 1 ney turtner contenaea inat proressionai uaIning wnvuiu 
expose the student to every area of the organisation. This somehow agrees 
with what Pauze (1993) said earlier that professional training exposed students 
to the total operation, corporate culture and key players in the organisation. 
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Student jobs were to bring personal and professional maturity to the field 
experience. 
Faculty or educators also played an important role in the partnership. Lefever & 
Wthiam (1998) emphasized the notion that educators' first hand connection 
with the industry may affect students' commitment to the hospitality industry. 
Through faculty training or faculty internship the triad partnership will be a 
success, since everyone knows each others needs 
Numerous debates deal with professional training in the context what it's 
contributed to students' job and interpersonal skills. However, limited debates 
are available in the examination of professional training relationship to 
academic performance. One of the most recent was by Knouse, Tanner and 
Harris (1999). Knouse et at. (1999) examined the relationship of business 
college internships to college performance and to subsequent job opportunities. 
The study surveyed 1,117 alumni who graduated form 1993 to 1997 from the 
College of Business Administration at a large American southern university. 
Graduates completed a survey at the time of graduation, and then a follow up 
was issued 6 months later. The study found that students with internships had a 
significantly higher overall grade point average and were more likely to be 
employed upon graduation than students without internships. Knouse et al. 
(1999) study suggested that internships were related to both better college 
performance and to receiving a job offer upon graduation. 
Professional training offers a variety of benefits to students both for improving 
performance while at university and for increasing opportunities for finding a job 
on graduation. Professional training can help students develop immediate skills 
that can improve their course performance such as better time management 
(Knouse et at. 1999), better communication skills (Su et at, 1997/1998; Wildes & 
Mount, 1997/1998), better self-discipline and overall self-concept (Kasimzade, 
2002). According to Krouse et at. (1999) professional training should produce 
more confidence and less anxiety in the students as well as enhance specific 
academic skills, resulting into an increase in performance measured through 
grade point average or the like. 
The most important result of professional training should be better job 
opportunities. This is so because students have experienced the world of work 
Q, > 
Chapter 4: GEM: The Process (Ii) - Nature of Curriculum, Academic Performance and Professional Training 
(Teichler, 1999). Students consider professional training as the most credible 
means to learn the reality of the work environment (Knouse et al, 1999; Van 
Hoof, 2000). Besides that, professional training helps students focus their 
career choices, enhance job skills, personally focus work values (Swan, 2002) 
and decrease anxiety about the job search (Knouse et al. 1999). In addition, 
professional training allows students to directly access job sources, to impress 
potential employers, to build confidence in their job, to harness work values and 
to build social skills that are beneficial in the employment (Doherty, 2002; 
Wildes and Mount, 1997/1998; Knouse et al. 1999). A study of education 
professional training found that the students who completed professional 
training before graduation from college or university entered the workforce with 
less anxiety, higher perceived self-efficacy, and increased general and specific 
skills (Herrick, 1987 in Wildes and Mount, 1997/1998). 
The importance of professional training in hospitality curriculum was examined 
by Petrillose and Montgomery (1997/1998). Their study was to ascertain the 
ability of the hospitality and tourism management education in higher education 
institution to provide professional training opportunities to students. They 
investigated the learning objectives, requirements of participation, assessment 
criteria, educators and industry involvement and the circular issues and 
revealed that the most important professional training components were: 
" Real world experience, leadership skills, initiative, and judgement. 
" Exposure to industry 
" Customer/employee relations 
" Important recruitment tool for those successful in the professional 
training programme. 
Their finding also reinforced the fact that students completing professional 
training have the following experience: 
" Supervisory /management skills, 
" Knowledge of industry operations, 
Communication skills, 
Analytical and decision making skills, and 
Human relation skills. 
The uniqueness of the professional training programme depends on the 
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institutions they represent (Petrillose & Montgomery, 199711998). The 
differences are apparent in terms of defining a professional training i. e. length of 
training and the type of training line-level employee or supervisory /managerial 
responsibilities. 
Su, Miller and Shanklin (1997/1998) conducted a survey on the accreditation of 
13 common body of knowledge areas for hospitality management as well as 
perceptions of 15 representative samples of general management knowledge / 
skills corresponding to those areas. The study confirmed Breiter and Clements 
(1996) works earlier that work experience, defined as "relevant operational 
and/or management experience in some facet of the hospitality industry, with 
guidance and supervision guaranteed by the industry and the academic 
programme was an appropriate curriculum standard for accreditation. 
One important aspect of professional training that received substantial debates 
was the duration for a good length of professional training. A review of the 
literature on the duration of professional training varies between educators and 
industry. In the US, 600 hours of professional training was considered as 
reasonable (Petrillose & Montgomery, 199711998; Kavanough, 1997). In 
Malaysia a 22 weeks of professional training is a requirement for hospitality 
students at UiTM (ITM, 1999; Hashim, 2001), while in the UK in those 
universities which provide professional training, on average students complete 
one year professional training during their four-year course at university 
(University of Surrey, 1999). According to Kotschevar (1993) six months or a 
semester will be adequate but one year will be excellent and this was supported 
by Lefever & Withiam (1998) and they believed that one year would be the 
appropriate duration for students to be well-exposed, well-trained and well- 
oriented. The majority of educators in the US were satisfied with the average of 
500-550 required hours of practical experience. However, using the length of 
training as a determining factor of student success in their academic endeavour 
and career is another fact. 
The type of training whether in the line-level employee or supervisory/ 
managerial responsibilities was another area of concern. 
Some educators 
accepted line-level employee positions within 
the industry as part of students' 
training requirements (Petrillose & Montgomery, 1997/1998) while some 
insist 
that professional training should focus on developing the students' management 
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and leadership skills (Wildes & Mount, 1997/1998; Hashim, 2001). Industry 
professional's perceptions on this were rather mixed. They believed that 
students' training exposure should be a balance of both since a successful line- 
level training will produce an executive level training (Petrillose & Montgomery, 
199711998). 
Professional training is seen as gaining competitive edge in the marketplace for 
new jobs. In the pursuit of the best possible job in the hospitality industry, 
students can distinguish themselves from their peers and make themselves 
more appealing in the eyes of recruiters (Van Hoof, 2000). Professional training 
helps young adults become more mature, independent, better prepared to deal 
with life's inevitable obstacles and ready for a challenge (Van Hoof, 2000). 
In summary, the greatest lesson that one could deduce was that, through 
curriculum academe were able to produce students who not only have 
appropriate technical ability, but who have a realistic view of the industry 
stemming from their experience undergoing professional training. The realistic 
expectations of these, is connected to human resource issues for the industry: 
finding and keeping talented managers. Thus, it was the objective of this study 
to contribute to the body of knowledge the richness and wonders of professional 
training. 
4.5 Implication 
In an ever-changing and increasingly competitive environment, higher 
education establishments are continually looking into methods to improve their 
curriculum offering so that the outcomes match the demand of the industry in 
getting qualified and highly employable candidates. The future educational 
curricula need to include an increasing number of action-based approaches, so 
providing a more even balance between theoretical and practical elements of 
education. Graduates on the other hand faced with the challenges posed by the 
complex nature of the world of work, are required possess the commitment, 
attitudes, academic proficiency as well the urge to perform and progress 
excellently. 
0c 
Chapter 5: GEM: The Output - Exit Qualification and Competence 
CHAPTER 5 
GRADUATE EMPLOYABILITY MODEL: THE OUTPUT 
EXIT QUALIFICATION AND COMPETENCE 
5.1 Introduction 
There is a myth saying "the best student will make the best manager (Boyatzis, 
1982, p6). This myth has been shown to be false in research as well as in many 
organisations. The characteristics that made one an excellent student were not 
the characteristics needed to be an effective manager in a company. Therefore, 
it is the intention of this chapter to discuss and explore the expected 
characteristics required of competent future managers in order to succeed and 
to be effective in the world of work. Prior to the discussion, an exploration of the 
exit qualification will give some limelight on the labour market signal on the 
equation between levels of qualification and employment. 
5.2 EXIT QUALIFICATION 
"The need to raise standards and levels of achievement in education and 
training is essential both for individual's success and for wider national success 
in competing in the international economic markets. " (QCA, 2001, p1) 
The fields of education and training have been undergoing enormous changes 
in the last few years. Course design in universities has mainly centred on 
inputs and processes such as syllabuses and teaching and learning methods. 
The level of an award has been related to its duration and mode of study and 
the notion of standards have been for the most part collegiate and implicit. 
In Chapter 2, the issue of entry qualification was discussed, in which a higher 
education institution selects and identifies qualified candidates for the 
programmes. This section looks at qualifications as an output of higher 
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education, the exit qualification. At this juncture, many qualifications and 
certifications come to mind including; general, ordinary, associate degrees, 
higher education diplomas, vocational degrees with licence to practice, NVQ's, 
graduate apprenticeships and any combination of higher education credits. This 
have been charged with contributing to the Jungle of qualifications' (ABS, 
1995). 
Wolfe (1995) discussed the distinction of certification programmes. According 
to him, certification imparts some degree of prestige to those who have it and it 
is to encourage ongoing development of knowledge and skills, thereby raising 
the level of professionalism in the industry. A certification should be 
competency based and not solely on the educational and work experience 
alone. It is awarded as a designation on a person's ability to meet specific, 
recognised standards for industry knowledge and skills. 
For example, UK's national qualification framework acts as a form of 
certification which has two dimensions (QCA, 2001): 
Categories of qualifications based on the nature of provision; (1) 
academic, (2) vocationally related, and (3) occupational. 
" Certification on level of attainment, which is a broad measure of 
difficulty in terms of knowledge, skills and understanding required for 
the qualifications. 
UK accredited national qualifications are grouped according to these categories 
and levels, for the ease of understanding, measurement of success and 
decision making for further progress. However, academic qualifications 
awarded by universities do not fall under this framework. These are 
qualifications awarded by government authorised unitary awarding bodies (See 
Appendix B7), that are authorised to offer academic, vocationally related 
qualifications such as GCSE, AIAS level, and occupationally related, the 
GNVQs and HNDs (QCA, 2001). 
The certification for occupational related qualification uses occupational 
standards. The standard describes the qualification in terms of an area of 
competence, (e. g. mgt) and specify units of competence, each 
broken down 
into elements. Performance criteria specify how performance of the task 
to the 
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required level can be recognised. Range statements make explicit the context 
in which the performance should be assessed (NVQ, 1994). 
5.2.1 Degree 
What are employing organisations looking for in graduates from the higher 
education system? What does the graduate have that the non-graduate does 
not have? Are employers clear about which qualities graduates are likely to 
have? What is the potential? Is it equal between diploma and degree? Do 
employers value the degree for its academic worth, as a graduate school might, 
or is it `value added' to other non-academic qualities. Thus, this study took the 
effort in answering these questions. 
Higher educational qualifications as a prerequisite for entry to occupations that 
previously recruited non-graduates may reflect the requirement of greater 
knowledge and skill (Pitch and Purcell, 1998). This may simply reflect higher 
pre-entry qualifications and greater competition among applicants. Pitch and 
Purcell (1998) stated that pre-entry qualifications relate closely to the intrinsic 
knowledge and competences of the job, whilst in others, possession of a 
degree is assumed by the employer to guarantee particular levels of 
intelligence, transferable skills and the capacity to acquire the necessary 
specialist competence which the job entails (Purcell and Quinn, 1996). 
Research literature exists on the value of a degree to the individual graduate in 
terms of such factors as lifetime earnings and achieved social status. Higher 
learning institutions are communities which happen to have within them a ready 
source of talent; a `cost effective' way of finding `good people'. It is derived from 
a mix of academic and non-academic qualities which graduates are believed to 
acquire (Roizen and Jepson, 1985). 
Diplomas or degrees can be fully identified with the outcomes of higher teaming 
or as a product provided by higher education institutions. Functional definition of 
degree is to emphasize the drift to accreditation as the goal of education. 
Degrees as education products are able to be classified as highly involving 
intangible, deferred gratification purchases (Gibbs, 2001). 
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Degree is the alteration of the general expectation (employers' and individuals) 
of the experience of higher education. Moved from one where the community 
trusted the university to develop the individual through creative and innovative 
engagement within a discipline and academic rigour was the judge of success 
to one where competencies for employment hold way and are the measured 
starting salaries (ABS, 1995). 
In the face of increasing numbers of graduates, the public faith in the nature of 
financial value of graduateness is reduced. More than 20% of graduates being 
employed in jobs where their overeducation for-the position fails to be rewarded 
at the level of those in graduate jobs (AGR, 2002). 
Students believed that a diploma or a degree would help them on the job 
market. While university graduation makes a considerable difference to the 
chances of getting a job, employers pay little attention to university grades. 
What more fundamentals are whether learning and the current structure of jobs 
even ought to be made more compatible. For some employers the knowledge 
gained in the degree course -- technical proficiency and substantive knowledge 
is essential. However, in some organisations, a degree in not highly valued and 
indeed may be irrelevant or even disvalued. However, they did expect 
graduates to move higher into the organization because of the maturity and 
wider experience they typically displayed. 
Wylie (2002) reported a survey conducted by the Guardian and Park Human 
Resources titled Graduate in the eyes of employers. He stated 40% of the 
recruiters agreed with the statement that "degrees in themselves have become 
devalued as a means of measuring employability. " 70% agree that "degree 
results alone are not the best measure of employment potential. 17% think 
graduates are better equipped for the workplace than non-graduates of the 
same age. In addition, within three years time 65% of recruiters say half of their 
recruits have moved to senior position. 
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5.2.2 Generic degree Vs Skill degree 
Fouille (2002) opens the question on, what, kind of degree is the industry 
looking for -- generic degree or skill degree? Value of a degree is not something 
that can be assessed solely in terms of the degree itself, but derives from a 
comparison with other available forms of experience and training. This is where 
the general management degree and specific craft degree comes into place. 
Generic degree 
Lange (1998) argued that a perceived quality of the generic degree is based on 
the assumption that the entry standards and the perceived acceptable length of 
study significantly contribute to the quality of the graduate. To move too far into 
the realms of vocational training may create a disembodied notion of 
educational qualification and thus instigate the conversion of institutions of 
culture into manufacturers of credentiallised potential employees. Producing the 
degree requires the collaborative action of all higher education stakeholders by 
recognising and respecting the needs of all of its customers, responding to 
them but not acquiescing the institution's own professional responsibility as a 
future orientated scholarly community. The trend of education growth is through 
widening not deepening participation (Lange, 1998). However, for generic 
degree study, outcome product failed to match. expectations. The trend now is, 
as benefits of education increased, graduates get a better job, satisfied by 
employability but not education. 
Skill degree 
The introduction of vocationally applicable modules combined with transferable 
skills could be used to compensate for either lower entrance requirements or 
shortened course curricula. The different route use somehow equipped 
graduates with the specific skills needed by the industry. There is a tradition 
that recognises academic study and vocational training as separate stages on 
the route to professional qualification (Barrett, 1998). However, the 
Gamble et 
al (1993) study revealed that there is an increasing value placed on the 
academic qualification and recognition of general management qualifications, 
which have eclipsed the importance of some specific qualifications. 
Greater 
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functional specialisation was said to restrict the potential of industry mobility of 
graduates (Gamble et al. 1993). 
Miller et al. (2001) presents the outcomes of an exploratory study into the 
factors that influence individuals' choice of different types of qualification at 
stages throughout their employment history. The comparison of types of 
qualification was exposed that those who chose academic qualifications are 
motivated by internal and personal factors while those who chose vocational 
qualifications are influenced by their managers or the possibility of funding. 
Bell (1994) discusses the professional qualification for managers, in terms of 
higher education qualifications (which have academic focus and involve 
practical experience) and professional competences is said to be more 
challenging and is based on work and training experience. 
Degree and employment 
Graduates with higher dass of degree are more likely to enter further study or 
employment than graduates who perform less well (Smith et at. 2000). Smith et 
al (2000) reported that compared to otherwise equivalent students with an 
Upper Second class degree, a male student with a First class degree has an 
unemployment probability of less than 7 (out of 10) and a female less than 4. 
Conversely, compared to a student with an Upper Second, a student with a 
Lower Second is 9 (4) percentage points more likely to be unemployed and 17 
(7) points more likely if they have a Third class degree: class of degree is an 
important determinant of the student's initial destination. A possible 
interpretation of the result is that students have a higher probability of 
unemployment the lower is their class of degree relative to the average in their 
university (Smith et al. 2000). 
One would expect job outcomes to be related to degree class because this is 
used by some of the large recruiters as a selection criterion and by most 
universities for entry to postgraduate course (Woodley and Brennan, 2000). 
Connor and Pollard (1996) found that degree subject and class of degree 
influenced early career patterns. Certainly, the study found that first class 
achievers were more likely to be in graduate level employment than lower 
second and third class achievers. 
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In comparing two qualification levels between generic degree and skill 
qualification (HND) of hospitality management, Purcell and Quinn (1996) found 
that 59% of graduates actually obtain employment in hospitality compared to 72 
% of the HNDs. The graduate had little difficulty in finding employment and 
those who did not pursue careers in the hospitality industry appeared to be 
better rewarded. This is due to the higher degree of transferable skill that 
graduates are more likely to obtain jobs outside the industry. The same study 
found that graduates as a population earn more than HND students, as might 
be expected given their longer period in education and the higher level of their 
qualifications (Purcell and Quinn, 1996). 
In all, Ladkin (2002) points out the mismatch of the labour market signal with 
tourism qualification. Looking at the nature of the tourism and hospitality 
industry, it is difficult to exactly balance the level of qualification with the level of 
job and pay distribution (Riley et al, 2000) as compared to engineering and 
accounting. In addition, the continuing rise in numbers of highly qualified 
people leaving higher education with higher qualifications, Purcell and Quinn 
(1996) raised concern on whether graduates are able to find jobs and earn 
accordingly commensurate with their qualifications. 
5.3 COMPETENCE 
lt was suggested in the preceding chapter 4 (Curriculum) that higher education 
has a responsibility to the students, and its activities must not depart from the 
mainstream of the society. This is because the existence of higher education 
institutions is for the good of the society. With the increasing economic 
importance of the industry, specifically hospitality industry, it is reckoned that 
emphasis must be placed on the quality of graduates completing hospitality 
management programmes. Accordingly, higher education curriculum should be 
more `relevant' to society and individual. Torrington and Hall (1998) raised their 
concern in the outcome of the education and training of students. They claimed 
that, 
there has always been a tension in education and training between what the 
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trainee knows and what the trainee can do after the training is complete, " 
(Torrington and Hall, 1998, p235). 
Education and training is about seeking knowledge. The search for knowledge 
develops a prestige for certain types of knowledge and for the institution that 
trade in that knowledge. Traditional knowledge rather than the practical skills 
carries status. For example, the knowledge and understanding of physics or 
chemistry has been seen valued ahead of engineering and hospitality. However, 
It has become very difficult to recruit able students to study physics at 
university, and it is a bitter frustration for their educators that many of them 
move, upon graduation to business or accountancy. Complaints from employers 
in the past have been that 'qualified people', although recruited on the basis of 
having achieved a relevant qualification, still need considerable training 
because 'they know what to do but have little experience of actually doing it' 
(Fletcher, 1994). Those who have been able to demonstrate performance will 
'be able to do, but not understand what they do'. Knowledge is also an integral 
part of professional education (HCIMA, 1998 in Hashim 2001). Furthermore, 
different education systems look at knowledge in a different perspective. For 
example, Germany and Japan sees practical skills carry much greater prestige 
(Hashim, 2001; Torrington & Hall, 1998). The education system in these two 
countries had sought to shift the emphasis in education away from traditional 
knowledge towards practical vocational skills. 
The ongoing technological change and the greater influence of employers has 
heightened the emphasis on practical vocational skills: what the student is able 
to do and is useful when the training is complete. The end result is that the 
student is said to be competent to do something that is useful (Torrington & 
Hall, 1998). 
As employers seek to position themselves competitively in the constantly 
changing business world, they require individuals with the right competence to 
take on the challenges created by the unpredictable and turbulent business 
environment (Hashim, 2001). As the overall concept of skills and abilities has 
geared toward the need for competence, business organisations have begun to 
place greater emphasis on determining `competences' of their future managers - 
graduates. 
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Johns & Teare (1995, p6) cited that "students generally wish to be prepared 
efficiently for employment, while the industry requires individuals with 
appropriate skills. " This raised the issue on what kind of preparation that the 
students want colleges, universities or training providers to teach them and at 
the same time what are the skills that industry were asking for. The emerging of 
the new breed of managers (Gamble et al, 1993) need new skills and insights to 
cope with the complexities of the changing corporate strategy (John & Teare, 
1995). More colleges, universities and training providers are gearing towards 
more generic oriented curricula for their graduates rather than a specific 
oriented version. As the corporate downsizing continues (John & Teare, 1995), 
preparing graduates with more generic skills would ensure them jobs that best 
suited their qualification, capability and competences. 
In the development of the curriculum, it is important to identify what is expected 
-- competence - of students graduating from higher education especially 
hospitality management programmes. In determining these expectations, it 
could be based on the subjects offered by programmes (Kyoo, 1997; Hashim, 
2001) or it can be based on the competences expected for entry-level managers 
(Gamble et al. 1993; Tas, 1988; Knutson and Patton, 1992). 
As an attempt to conceptualize these expectations, this section will discuss the 
concept of competence, issues involving the competence in hospitality 
management education and its relevance towards employability. 
5.3.1 Meaning of Competence 
Before embarking in great depth on to the literature, it is vital to understand the 
concept and the distinction of the term used. In the academic circles the 
concept of competence or competency is still a debatable and controversial 
concept. The term 'competence has different meanings to different people' 
(Hoffman, 1999). To date it is still not proven that competence can be measured 
(Fletcher, 1994). Does competence refer to identifiable management skills, or is 
it related to a pattern or patterns of effective behaviour? To a certain extent, the 
competence vocabulary exists in terms of common words but not in terms of 
`shared meaning' (Hashim, 2001). This might account for the fact that the terms 
'competence' (competences) and 'competency' (competencies) are used 
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interchangeably without explanation. 
In explaining the term competence, Hashim (2001) made the distinction 
between when and where the term is used. According to him, confusion still 
enclaves the difference between the sometimes interchangeably used terms 
`competency' and `competence'. It stemmed out from the U. S. A. and the U. K. 
competency or competence definitions and approaches -- U. S. writers used 
competency (plural: competencies) and the U. K. refers to "competence" (plural: 
competences). Some even accept the fact that competency is used to refer to 
any characteristic or ability that enhances a job holder's performance (Hashim, 
2001). Competence then is used to refer to the possession of a specified set of 
competences. 
In the U. K., the emphasis on the competence movement has its root in training 
and development (Mansfield and Mathews, 1985). Most of the competence 
initiatives were likely to refer to the National Vocational Qualifications (NVQs) 
and Management Charter Initiative (MCI). Within the system, the occupational 
standards are defined according to the requirements of the occupation that are 
documented in terms of elements of competence, performance criteria, range 
statements and evidence requirements (NVQ, 1994; MCI, 1990). An individual 
wishing to pursue the qualification is required to produce portfolios of evidence 
covering each element stated above. All this was confirmed by the research of 
Haffenden and Brown (1990) on the implementation of NVQs in Further 
Education (FE) colleges, which reported a wide range of different conceptions in 
operation and a 'plethora of opinions about competence and its definition'. 
Competencies (in the U. S. terminology), Hashim (2001) argues, could be used 
as one of the variables to predict success. The term `competency' was coined to 
replace the narrower term "skill". Torrington and Hall (1998) stated 
competencies as: 
1. A trait which is a characteristic or quality that a person has, like efficacy, 
which is the trait of believing one is in control of one future. 
2. A motive which is a drive or thought related to a particular goal, like 
achievement that need to be improved and compete against a standard 
of excellence, and 
3. A skill, which is the ability to demonstrate a sequence of behaviour that 
is functionally related to attaining a performance goal. 
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4. A person's self-image, which is the understanding one has of oneself 
and an assessment of where one stand in the context of values held by 
others in the environment. 
5. A person's social role, which is a perception of the social norms and 
behaviours that are acceptable and the behaviours that the person then 
adopts in order to fit in. 
Torrington and Hall (1998) added that some of the above elements of 
competence could be developed, modified and measured. Further distinction of 
competency is, it is a person's generic knowledge, motive, trait, self-image, 
social role, or skill which is essential to performing a job (Boyatzis, 1982). 
Fletcher (1994) suggested that the statement of competence should incorporate 
" skills to specified standards 
" relevant knowledge and understanding 
" that ability to use skills and to apply knowledge, and 
" understanding the performance of relevant tasks. 
Basically, in the competences development process, there are some differences 
between the U. S. and the U. K. approaches. In U. S. the development of 
competences focus on the people who do the job well (superior performance) 
and as a cause of actions (Boyatzis, 1982), while the U. K. approach 
emphasizes the job and sees it as an outcome (Haffenden and Brown, 1990). 
Like the earlier research effort, competences were drawn upon the theoretical 
model of competency-based education (CBE) (Haffenden and Brown, 1990). 
CBE is a form of education that derives a curriculum from an analysis of a 
prospective or actual professional role and then attempts to certify student 
progress on the basis of demonstrated performance in some aspects of that 
role. CBE requires that outcomes of instruction are observable and measurable. 
Evaluation is directly linked to the behaviour specified in a particular 
competency definition (Hallenden and Brown, 1.990). 
For the purpose of this study, the term competence or competency is tentatively 
defined as the characteristics that enhance a job holders ability to perform 
(Hashim, 2001, p112). For consistency sake, the term competence is adopted 
throughout the discussion. 
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5.3.2 Competence Models 
There are several models of competence available. However, the study focuses 
on the two most popular approaches to managerial competences. The two most 
widely used approaches are the behavioural or inputs or process approach 
(Boyatzis, 1982) which is designed to achieve occupational competitiveness 
through structured inputs, and the occupational standard approach or output 
approach which is designed to define occupational competence in output terms. 
The behavioural model stresses competences as the individual attributes, while 
the output model places stress on aspects of work tasks which are not strictly 
based on individual attributes and knowledge (Jirasinghe and Lyon, 1996 in 
Hashim, 2001). 
Figure 5.1: Mode{ of Effective Job Performance 
The individual The job 
competences demands 
Effective specific 
actions or 
behaviours 
The 
organisational 
environment 
Source: Boyatzis, 1982 
The key piece of research on competences based on behavioural approach is 
by Boyatzis (1982). He carried out a large-scale intensive study of 2,000 
managers, holding different jobs in 12 organisations. The purpose of Boyatzis's 
study was to determine which characteristics of managers are related to 
effective performance in a variety of management jobs in a variety of 
organisations. Boyatzis looked at the person in the job and not the job itself. 
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The behavioural approach feels that there are particular behaviours behind 
each competence. In other words, he looked more on the behavioural aspect of 
the person doing or performing the job. He posited that effective action or 
performance would only happen when three critical components pertaining to 
performance are consistent or `fit' together. The critical components are the 
job's requirements or demands on the individual, which represent the abilities of 
an individual to demonstrate appropriate actions, called competencies. This is 
achievable in the context of an organisation, encompassing internal factors such 
as organisational policies, procedures, mission, culture, resources etc. and 
external factors such as social, political and economic environment. In 
behavioural approach, these three components, Individual competence, Job 
demand and Organisational setting, will lead to effective behaviour or action. 
The interaction between these three components is illustrated in Figure 5.1). 
Table 5.1: Boyatzi's Competence 
Cluster Competence Threshold 
Competence 
Goal and Action 
Management 
*Concem with impact 
''Diagnostic use of concepts 
'Efficiency orientation 
; Proactivity 
Leadership "Conceptualisation 
`Self-confidence 
`Use of oral presentations 
Human Resource "Managing group process 
*Use of socialised power 
Directing Subordinates 
Focus on Others 
Specialised Knowledge 
'Logical thought 
*Accurate self-assessment 
*Positive regard 
*Developing others 
*Spontaneity 
*Use of unilateral power 
*Specialised knowledge 
Source: Boyatzis, 1982 
Note: Italics words for the most relevant to executive level of management 
in Boyatzis's model the competence is defined as the behavioural 
characteristics and attributes a person uses in their work as a manager. 
Another aspect of competence identified by Boyatzis's study is the threshold 
competence. Those characteristics that differentiate superior performance from 
average performance and poor performance are competences. In this analysis, 
*Perceptual objectivity 
*Self-control (trait) 
*Stamina and adaptability 
(trait) 
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Boyatzis identified 12 competences in 6 clusters, with an additional 7 threshold 
competences (see Table 5.1 for Boyatzis's Competence model). 
The other competence development approach is the occupational standard 
model. It is a widely used approach for competence-base education and 
training. The British Government has placed greater emphasis on the whole 
area of education and training, in particular the development of competence- 
based education and training via MCI and NVQ. Subsequently, the reform of 
education and training became linked to measuring effectiveness through the 
competence system. For example, the NVQ system was the responsibility of the 
National Council for Vocational Qualifications which was established in 1986. 
These qualifications attempted to link more closely between business and 
educational needs. 
Figure 5.2: Components of Performance leading to Competence in the Workplace 
INPUTS PROCESS OUTCOMES 
(TECHNIQUES 
METHODS SYSTEMS) 
PERSONAL COMPETENCES 
SKILLS 
KNOWLEDGE 
PERSONAL COMPETENCES 
ARE ASSESSED FOR 
DEVELOPMENT PURPOSES 
THEY ARE NOT USED FOR 
ASSESSING COMPETENT 
PERFORMANCE 
W 
0 
Z 
w 
F 
W 
a 
0 
C) 
IL 
0 
a 
Z 
F 
U) 
Source: Management Charter Initiative, 1990 
The MCI approach used occupational standards to competence. This differs 
from the behavioural approach in that it underlines the outcomes or results that 
a manager or any individual in the team has t6 perform and achieve in order to 
demonstrate competent performance. Even though this approach accepts the 
fact that qualities, skills and knowledge are important in the standards, the 
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primal task must be determined first before an attempt is made to provide the 
benchmark against performance (see Figure 5.2). 
The main objective of MCI's study is to identify and define generic management 
competences (applicable in all fields) that are appropriate to the management 
roles at different career stages. The foundations for NVQs are occupational 
standards. These are used as benchmarks or specifications of performance 
expectations. These specifications are derived from the process called 
functional analysis or job analysis. The occupational area is specified to identify 
the key roles which individuals perform within the specified area. In this 
manner, an individual's competence can be said as the degree which he or she 
has been found to exhibit the competences which have been derived from the 
job analysis (Jirasinghe and Lyons, 1996 in Hashim, 2001). 
Figure 5.3: The relationship between different job competences 
Generic Management 
Competences 
C7ccupational Sector 
Specific Competences 
Individual and/or 
Organisational 
Specific 
Competences 
Source: Jirasinghe and Lyons, 1996 in Hashim 2001 
Besides the generic and occupational competences, there is another level of 
competence, which is specific at an organisational level - Organisational 
Specific Competences, -which take up the rest (Jirasinghe and Lyons, 1996 in 
Hashim, 2001). The challenge here is that educational institutions should be 
concerned with the identification of the generic and occupational competences 
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rather than specific individual or organisational competences. The relationship 
between different job competences is shown in Figure 5.3. 
The use of competences has been described as part of a process to manage or 
improve human performance through training or education. Hoffman (1999) did 
not use the behaviour and occupational approach. Instead, he defines the 
development of competences in term of output-based approach and input- 
based approach. According to him, output-based approach describes specific 
performance and standard required while input-based approach describes the 
underlying attributes held that lead to competent performance. 
Table 5.2: Hoffman's competency model. 
Output 
Inputs 
Individual Corporate Purpose 
Performance Benchmarks 
Standards 
Knowledge, Skills Distinctive 
and abilities strengths 
Performance 
based objectives 
(Training) 
Subject matter 
content 
(Education) 
Source: Hoffman, 1999 
Table 5.2 illustrates Hoffman's (1999) model in explaining the purpose of 
competence-based training. His model signifies the different competence 
development between individual and corporate. Output of individual means the 
underlying attributes, while the input is the knowledge, skills and individual 
abilities. For corporate competence development, the output underlies the 
benchmarks and the input is the distinctive strength. This model distinguishes 
the different purposes of the competency development and the choice for the 
most applicable means to manage the development process. 
5.3.3 Competences in the hospitality industry 
For the purposes of defining hospitality competences, this study used as a 
working definition of competence, as the ability to perform a complex task or 
function. In addition to ensuring the ability to perform work roles to standards 
expected in real employment situations, competence implies an ability to 
transfer skills and knowledge to new situations (Lane and Dupre, 1997) 
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Competence pertains not only to subject matter but also to procedural 
knowledge and judgement. The characteristics of competences guided the 
development process: they describe outcomes expected from the performance 
of professionally related functions; they are treated as tentative predictors of 
professional performance; and they are made available to the trainee before the 
training begins. Although they should be at a level of generality that has 
importance was well as meaning to the trainee (Torrington and Hall, 1998). 
Because of the complex nature, competences are not easy to describe precisely 
or evaluate accurately. Whenever possible, evaluation should be linked to 
specific performance indicators. Performance indicators are categories of 
evidence to be used as a basis for judging competence attainment, or criteria 
that can be used to distinguish competent from incompetent performance. 
Research in hospitality on competences. 
Required competences in the hospitality industry are quite different from those 
in the educational institutions. Within three decades, the competences of 
employees needed to be effective seem to have changed overtime. From the 
emphasis of more on technical matters, largely specific and vocational in 
nature, to those that are more generic business oriented with the notion of 
transferability of skills. 
For example, twenty years ago, courses related to the hospitality operation 
along with hospitality law and security techniques are more valuable (Sapienza, 
1978 in Kyoo, 2000). Ten years later in 1988, Tas study on Teaching Future 
Managers highlighted that the important competences for hospitality 
management trainees are (1) human relations skills, (2) professional ethical 
standards, (3) diplomacy, and (4) effective oral and written communication 
skills. 
In the 1990s, the literature on the importance of skills and competences of 
hospitality management graduates are blooming. Knutson and Patton (1992) in 
their study How prepared am I to succeed in hospitality industry? What the 
Students Are Telling Us focused on student perceptions of the importance of 
critical success skills and students' feelings of preparedness in terms of these 
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skills. They identified and list 15 competency areas that were important for 
career successes in the hospitality world. 
The study was then replicated by Burbidge (1994) to survey the perception of 
students in Europe. Li and Kivela (1997) in their study replicated the skills listed 
by Tas (1988) which identified twenty-eight hospitality management skills and 
two management skills regarding decision making techniques and interpersonal 
skills they believed should be included in reflecting the current hospitality 
management education curriculum. 
Gamble et al (1993) in their European Management Skills in the Hospitality 
Industry study identify four broad area of functionality broken into 15 sub areas, 
with 78 indicative classes of activity that form key operational activities for each 
area pertinent to the competence and skill requirements in entry-level 
management positions for the European managers. The area of functionality 
includes: 1) Managing Operations; 2) Managing Business; 3) Managing People, 
and 4) Personal Skills. Their study stressed the need for creativity, flexibility and 
adaptability, as the attributes that are more important than the particular 
technical or functional expertise. The study also hinted on the diminishing 
emphasis on the craft skills, which is replaced by the increasing importance of 
business skills. Personal management skill was rated most important among 
the functional areas needed to be effective as a future manager. (See Appendix 
B8). 
There also have been other studies with different viewpoints about required and 
important competences for hospitality employees. Human relation skill is 
another important core competence advocated. According to Su, Miller and 
Shanklin (1997/98), interpersonal competency and teamwork ranked most 
highly along with effective communication when recruiters make selection 
decisions. Geissler and Martin (1998) found that employee relations was one of 
the most important skills needed. Bach and Milman (1996) surveyed faculty, 
students and industry professionals regarding curriculum issues and also 
predicted greater emphasis on employee relations. Okeiyi, Finley and Postel 
(1994) conducted a study to determine the importance of food and beverage 
competencies expected of hospitality management graduates as perceived by 
hospitality practitioners, educators, and students. In this study, human-relations 
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and managerial skills were rated most importance for students graduating from 
hospitality-management programmes. 
The introduction of a service component has also gained favour (Samenfink, 
1998). Although quite a few authors have promoted the inclusion of technical 
skill training in the hospitality curricula, e. g., integration of computers and writing 
skills into hotel and restaurant courses, general management knowledge has 
gained more focus rather than specific technical skills recently (Hashim, 2001). 
Ashley et al. (1995) suggested the top 10 competency categories such as (1) 
people skills, (2) creative-thinking ability, (3) financial skill, (4) communication 
skills (for both written and oral presentations), (5) developing a service 
orientation, (6) total quality management, (7) problem-identification and problem 
solving skills, (8) listening skills, and (9) individual and system-wide computer 
skills. 
The importance of general management knowledge and skills was identified in 
the study conducted Breiter and Clements (1996). They stated that people 
skills, leadership, service orientation, oral communication, listening skills, 
teamwork, employee relations, problem identification and problem solving, 
adapting to change, creative thinking ability, employee training and 
development, written communication, quality management, individual and 
computer skills, and financial skills are important competencies that should be 
cultivated. 
Almost all of the studies discussed above were conducted in the developed 
countries, mainly in the west. In 2000, Kyoo conducted a study on the "Hotel 
Management Curriculum Reform Based on Required Competencies of Hotel 
Employees and Career Success in the Hotel Industry' in South Korea, He 
studied the competences and the associated hospitality curriculum required for 
career success of hotel managers in the hotel industry. Kyoo categorized 35 
competence variables into 6 factor dimensions which include 1) management 
analysis technique; 2) adaptation of changes and procurement of knowledge; 3) 
management of employee and job; 4) problem identification and 
communication; 5) operation techniques and knowledge, and 6) innovation. The 
study suggested that the entire competence variable in the management 
analysis technique is important, plus the decision-making and adaptation of 
capabilities, and management of employees. 
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Hashim's (2001) doctoral dissertation entitled Stakeholder Expectation of Hotel 
Management Education: A Malaysian Perspective examined the competences 
required for Malaysian hospitality graduates for curriculum planning and 
development. He tested 104 competence variables, which were then 
categorized into 10 functional areas. The areas were: 1) managing people; 2) 
managing customer; 3) managing self; 4) managing communication; 5) 
managing information; 6) managing finance & accounting; 7) managing sales & 
marketing; 8)managing operation; 9) managing purchase; and 10) managing 
business environment. Hashim's study found that stakeholders considered 
personal (self) development and communication to be crucial, and the result 
also revealed that technical (operation) skills and functional competences were 
equally important in the development of future managers. 
Nayer's (1999) study on the graduate readiness for professional activities, 
identified the strength of graduates in the area of (1) interpersonal and 
communication skills and rapport, (2) enthusiasm, (3) problem-solving skills, (4) 
evidence and knowledge-base practice, and (5) lifelong learning. She 
suggested that continuous follow-up evaluation should be made to see if 
graduate performance and confidence changed overtime stemming from the 
effect of curriculum change. 
Ball (1998) acknowledged that graduates should be able to accomplish five 
skills goal to be successful in future work and learning. He listed communication 
skills, technology skills, interpersonal skill, thinking skill and learning skill. Kim 
(1999) remarked that there is a gap between the knowledge students have 
acquired and their job readiness when they graduate from college. According to 
Kim, efficacy characteristics or competences are the characteristics and 
abilities, which will enable people to reach their valued goals. His version on the 
component of competence includes: 
" Tendency to monitor performance 
" Think about the goal 
" Turn one's emotions into what one is doing 
" Willingness and ability to learn without instruction 
" Seek and utilise feedback 
" Adaptability 
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" Willingness to think ahead. 
In summary, competences can be characterized as the minimum combination 
of achievement-based behavioural objectives, mastery of learning, and life 
experiences that results in student learning necessary to succeed in one's 
profession. It is an evidenced by individual achievement or required skills and 
knowledge (Kyoo, 2000). (See Appendix C1 for the Summary of graduate skills 
needed). Students need to start developing employment skills because when 
they go for jobs, employers will expect them to have some knowledge of the 
world of work and be able to articulate experience (Iziren, 2002). Work related 
to a field of interest is particularly valuable. As the traditional role of a manager 
of the hospitality organisation expands to that which encompasses more and 
more competence in the form of interpersonal, communicative, and leadership 
abilities in addition to the knowledge of decision-making and industry economic. 
The manager of today requires proficiency in both technical abilities as well as 
managerial skills in order to maximise the efficient use of resources and to 
perform to the expectations of the customer, the organisation, and of those 
under them. 
5A SUMMARY 
There is clearly a distinct difference in the type of qualifications students 
acquired since they started from different bases, with different educational 
qualifications, and the education develops different degrees of competence 
across the range of industry specific and generic management skills and 
knowledge required to be effective as managers. 
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CHAPTER 6 
GRADUATE EMPLOYABILITY MODEL: THE OUTCOME 
EMPLOYMENT - GRADUATE LABOUR MARKET, JOB 
AND SALARY 
6.1 Introduction 
This chapter examines the literature with regard to graduate labour markets. 
The importance of labour markets for this study is that labour market provides a 
vehicle for employability in the hospitality industry, and the focus of this study is 
to locate this employability path within the labour market. The study then 
discusses the nature of the job and the salary aspect of the industry. It must be 
stressed at the outset that this discussion is not concerned with the economics 
of labour markets, which forms a separate and comprehensive section of 
labour market literature and research. 
6.2 Graduate Labour Market 
The restructuring of industry, organisations and consequently the labour market 
was said to have led the changing in demand for skills and competences 
developed in higher education courses (Pitcher and Purcell, 1998). The 
implication that these changes had on the future graduate is an area of concern 
on whether their investment in the higher education has any merit appropriate 
to the labour market recognition (Pitcher and Purcell, 1998). There is a 
potential mismatch between needs of employers and the competences 
developed at higher education. 
Roizen and Jepson (1985) in their analysis of the graduate labour market relate 
it with several theories; (1) looking at higher education as a screening or 
filtering process, and (2) looking at higher education as essential to the 
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development of human capital. They added that both seek to explain the 
positive correlation between educational achievement and earnings. In 
describing the link between educational achievement and earnings, Roizen and 
Jepson commented that the most sustained link between higher education 
institutions and employing organisations is the actual recruitment exercise. 
Decision taken in recruitment reflects employer expectation and employers' 
values about higher education more clearly than anything else. 
The general debate about the relationship between higher education and 
employment and to be more specific, the movement of graduates out of higher 
education into employment need to be grounded in an acquaintance with some 
of the characteristics of the industry and with those of the higher education 
system. Research done by Pitcher and Purcell (1998) provides indications that 
graduates had a flexible approach to the labour market but it seems that 
employers may have more inflexible recruitment graduate practices. 
Although there is relatively little statistical work focusing on the hospitality 
graduate employment outcome, especially in the area of graduate transitions 
into the labour market, there is rather more analysis of the determinants of 
individuals' labour market outcomes post-university. Much of this work focuses 
on earnings outcomes of graduates (Rosenbaum and Binder, 1997). There are 
also studies that focus on the early transitions from higher education to work. 
Connor et at. (1999), for example, chart the careers of Sussex alumni six years 
after graduation and find significant effects of degree subject, gender and age. 
McKnight (1999) reports on the results of a survey of approximately 11,000 
1995 graduates and diplomates from 33 higher education institutions in UK, 
tracking their early career paths over the first three and a half years. The 
results suggest important differences by subject, class of degree, gender, 
background and institution attended. 
Smith, McKnight and Naylor (2000) proposed a method for developing 
employment-related performance indicators based on graduate employment 
outcomes in the UK_ Their investigation follows the UK government's 
introduction of a new sets of indicators designed to measure the performance 
of universities. Their analyses were based on the data on the first destinations 
of a full cohort of university leavers from pre-1992 universities in the UK. 
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According to them, performance measures of graduate labour market 
outcomes are likely to feature as an important element in the prospective 
student's information set. Smith et at (2000) analysis also provides some 
results on the relationship between labour market outcomes and subject and 
university of study. Awareness of the need to take account of the prior 
academic achievements of pupils has led to an emphasis on value-added 
measures of school examination performance. Smith et al. suggested that one 
should allow for other factors which might be likely to affect a graduate's first 
destination: such as academic ability, social class background and gender. The 
student's higher education record (including institution and course details), prior 
qualifications, previous schooling and personal characteristics. 
There is evidence that the prominent feature of the trade is dictated by heavy 
reliance upon human capital and the issue of labour supply is constantly 
subjected to universal problems of sufficiency and staff retention (Soh, 1996). 
In addition, the demand for more skilled worker is rising faster than the supply 
(Dickens et al. 2000). 
The difficulties in getting skilled and unskilled staff were already widely extolled. 
Studies on the shortages were evident in all levels (HCTB, 1983; HTf, 1996; 
Soh, 1996; HEFCE, 1994; Teare et al, 1990) in all industries. For example, 
there is strong continuous demand for degree educated managers for 
hospitality and related industries (Honey and Botterill, 1999), however it is 
worrying that large number of students did not take up positions in the 
hospitality industry post-qualification (AGR, 1995). Furthermore, in the eyes of 
small firms (that comprised more that half of the hospitality industry), graduate 
identity plays very little importance in the quest for jobs (Jameson and Holden, 
2000), which adds concern in the recognition of graduates' employability, 
6.2.1 What is labour market 
Labour market, according to Baum (1995) comprises the total working 
environment at local, regional, national or transnational level. It consists of all 
industry sectors, personal requirements and skill needs, as well as those 
currently outside the actual workforce (Ladkin, 1995: Baum, 1995; Riley, Ladkin 
and Szivas, 2002), whether unemployed, temporarily unable to work because 
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of illness or undergoing specific vocational training or general preparation for 
the workforce within the schools system. 
While a market can generally be illustrated as the conditions or opportunity for 
buying or selling, the definition of a labour market is more difficult to construct 
due to the subjectivity of its nature (Riley, 1993 & 2000; Baum, 1995). It is 
essentially characterised by dynamism and very often, specific to the industry 
in question. In wider economic terms, the labour market is determined by an 
interplay between the forces of demand and supply; where demand is primarily 
induced by economic factors, and supply by non-economic factors (Soh, 1996). 
Character of labour market 
As outlined by Torrington and Hall (1998), the character of the labour market 
could be viewed from two perspectives: 
1. Labour market from the employers' perspective. Labour market external 
to the company provides the source for the recruitment of new staff as 
well as the pool which personnel made redundant or released for other 
reasons join. A company policies with respect to the functions are 
influenced by the characteristics as of the labour market on which to 
operate. 
2. Labour market from the employees' perspective. An understanding of 
the main features of the labour market provides the basis for decisions 
with respect to educational and training choices. 
Riley's (2000) theory in the characteristics of the labour market was rather 
different. He underlined five broad characteristics which includes: 
1. the size of the labour market being large or small; 
2. the status being primary or secondary. The primary market contains the 
`good jobs' with careers attached and requires qualifications to enter. 
While the secondary markets contain largely unskilled jobs requiring no 
training 
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3. the response to supply and demand changes. The speed either fast or 
slow determined the responses to the variation and level of skills 
involved. The higher the level of skills the slower the supply would be; 
4. the pay level based on high or low. It varies by level of pay, determined 
by the level of skill; and 
5. the pay distribution - wide or narrow dependable on the primary or 
secondary status of the market. Primary market normally has wide pay 
distribution and secondary market has narrow pay distribution. 
In discussing the hospitality labour market, several features characterised the 
industry labour market (Riley, 1993; Baum, 1995; Soh, 1996) that includes: 
" an industry with a large range of occupations that are engaged within 
the organisational hierarchy. As the nature of skills involved ranges from 
the highly skilled to the relatively unskilled, there is often a problem of 
drawing a line between these occupational strata. 
" an industry which is labour intensive and as such, unskilled labour 
would form the majority of those employed (to cater for the short-term 
fluctuating demand patterns) based on the rationalisation that unskilled 
labour is cheaper to employ as compared to skilled labour (although this 
is not necessarily the case). (Riley, 1993) 
" an industry in which casual employment and part-timers also constitute 
a large proportion of the labour market (Henley Center, 1996). This is 
due to the nature of work in the hospitality industry, which is pervaded 
by unsociable hours (employees needing to work evenings, weekends 
and other public holidays), inconsistently paced work (depending on the 
boom and troughs of demand), and seasonal employment trends. The 
use of such forms of manpower is widespread as it provides a means 
with which the organisation can best match supply with demand. 
" an industry that has a high levels of labour turnover are an evident 
feature of the labour market (Baum, 1995; Riley, 2000). This is caused 
firstly by the utilisation of a large amount of unskilled labour and 
secondly, by the overlapping of skills within the industry itself. While 
both factors allow ease of entry in an out of organisations, the former 
promotes mobility between labour markets (spawned by competition 
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from other industries requiring unskilled labour), and the latter causes 
inter-firm movements (skills are transferable) 
" an industry whose image is one of a bad employer (Henley Center, 
1996; Doherty, 2002). This is promoted by an integration of all the 
above factors, coupled with unfavourable working conditions and the 
depressing rates of pay which are characteristic industry-wide. 
In summary as increasing proportions of the people obtain higher education 
qualifications, it is likely that the definition of graduate employment and the 
relative advantage of such qualification to individuals will change as the range 
and diversity of career outcomes for graduates increases. Thus the outlook of 
the graduate labour market would be different as compared to a labour market 
that incorporate the skilled and unskilled which will leads to the issue of 
overqualified and underqualified. A question raised by Pitcher and Purcell 
(1998, p183) " ... are graduates `prepared' for today's labour market, and is the 
labour market prepared for them? " The answers lies on those composed in the 
labour market themselves. 
6.3 JOB 
The traditional `job for life' notion with its clear career path is phasing out 
replaced by the demand for flexibility on the part of organisations. As a result of 
the increasing numbers in higher education, the proportion of graduates being 
recruited into jobs with formal graduate training programmes had declined from 
80 percent to 50 percent over five years (AGR, 1995). The fact that employers 
have been able to select from a far greater number of graduates has led to 
increased competition for graduate entry-level jobs. 
Organisational restructuring and changing of technology appears to reduce the 
opportunities for traditional career progression but at the same time offers new 
and different openings (Harvey et al. 1997; Pitch and Purcell, 1998). The 
assumption is, as technology gets more complex, jobs get more complex; as 
education levels increase, the jobs workers do become more skilled. Jobs that 
are less closely supervised should be considered more skilled because the 
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worker will be required to make decisions and take responsibility for what gets 
done. 
This leads to the potential for some jobs to be transformed into graduate 
occupations. A degree used not to be a prerequisite for entering a job now is a 
requirement for entrance as with an increasing range of other professions i. e. 
teaching, finance and professional services. However, fitting the graduate with 
high expectations and qualification into jobs shared by or previously held by i. e. 
technicians creates dissatisfaction (Borde, 1998). 
In determining the graduate readiness for job especially in professional service, 
Parson (1999) point out five essential categories namely (a) skills; (b) people 
skills; (c) attitude; (d) progression; and (e) experience. She believed that 
students should demonstrate a dynamic progression towards the mastery of 
the ability and field experience. Capitalizing this will ease the education to work 
transition and enhance job mobility. 
Riley (2000) should be credited for his works in linking job characteristics to the 
labour market characteristics. He outlined four key indicators as an anticipation 
of the labour market characters towards job characteristics. Table 6.1 illustrates 
how the jobs foretell the market characteristics. By giving the job characteristics 
a direction, this indicates the changes anticipated by the market against the job 
characteristics. The level of skills and degree of specificity of job will change 
the size of the labour market. The measured performance and the personal 
qualities represent the possibility of greater individual differences in 
performance and the effect of producing a wider distribution of pay in the 
market. 
Thhik A1" 
_1n#ß characteristic 
kev iniiratnrS to lahni it market c-hnrantp-r. 
Job characteristics Direction Labour market 
Level of skill The higher Produces a primary market of small size, slow to 
react to supply and demand changes, with high pay 
narr distributed. 
Degree of specificity The greater Produces a small marker, slow to react to supply 
and demand change, with high pay narrowly 
distnbuted. 
Measured pefforp2ance The eater Will produce a wider distribution of pay 
Personal qu es The greater Produces a larger market which responds quickly to 
supply and demand changes and has a wide 
distribution of a 
Source: Riley, 2000 
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6.3.1 Hospitality Job 
Having defined the issues pertaining to the labour market in general and the 
hospitality labour market in particular, it is appropriate to examine the literature 
which concerns the job of hospitality graduates. 
The literature reviews specifically careers in hospitality and the criteria needed 
and perceived by the industry. Looking at the nature of the hospitality industry 
which ranges from international corporations to the self employed independent 
operator, thus the employment characteristic mirror the operational needs 
(Henley Centre, 1996). It is often considered to be an unsociable employment 
industry (Henley Centre, 1996) as the demands reflect the seasonal and leisure 
demands of the customers. The staff are often temporary, seasonal, part time 
and shift workers, thus affects the image as a low paid, low status industry. 
However, the requirements are increasing for high professional and customer 
service skills. Globalisation and growing competition from foreign entrants 
increase the need for professionalism to facilitate growth. 
Many of the industry's problems relate to its low status of employment, which is 
largely a function of the perceived non-existence of the hospitality profession in 
the UK. This might be the reason why only half of the graduates actually stay 
working in the industry (John and McKechnie, 1995; Holden and Jameson, 
1999). Another possible reason might be the strong difference in the transitions 
of graduates according to types of institution. Employers prefer not only 
graduates from non-graduates but also from institution with a reputation for 
training the mind, the intellect, to those knowledgeable in the subject. A much 
higher proportion of student in the reknowned and older universities having 
been offered jobs than those in the new universities (Pitch and Purcell, 1998). 
There appears to be in existence different perception of the employers towards 
awarding institution. However, such preconception about quality of particular 
universities on part of the employer is not unique (Brennan et al, 2000). 
As the labour market is changing, it creates new demands for skill and 
competence. Demand for unskilled work and for work in manufacturing has 
fallen and employment has risen in service industries and in technical and 
professional occupations (Back and Sanders, 1998). This is good news for 
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hospitality graduates and this outcast the image faced by the industry and at 
the same time would put it at par to the professionalism placed to those of 
doctors and lawyers (see Appendix 89). 
Model of Hospitality Job Market 
Prior to discussing the model of job market, a brief exposure to the job market 
composition would provide a clear insight. 
The composition of the hospitality job market is classified according to labour 
market theories of job allocation which assert that the market is not a unified 
whole, but is instead structured into distinct segments (Wood, 1992; Baum, 
1995, Ladkin, 2002). Of this, they distinguish the primary sectors from that of 
the secondary labour markets. 
The primary markets for the hospitality industry are made up of those who have 
decided to make their careers within the trade. The nature of jobs are 
characterised by stable demand trends, good career prospects and training 
opportunities, and high levels of skills and wages (Soh, 1996). The employment 
for this market stems from the need by organisations to maintain a skilled pool 
of manpower resources in order to ensure the smooth running of operations. 
On the other hand, secondary markets comprise those who use the industry in 
a short-term basis, who return to the open labour market upon termination of 
the job. Aspects such as unstable demand, few training and advancement 
prospects, low levels of attachment, intense mobility and low pay form the 
nature of the employment (Baum, 1995). 
Within the primary markets, two other segments can be distinguished; that of 
the internal and the external markets (Riley, 1993; Baum, 1995, Soh, 1996). 
The internal markets are made up of employees who are located within the 
occupational structure of the organisation itself and have been identified as 
possessing the potential for further promotion. There is also a demarcation of 
abilities and rewards progressing up the hierarchy so that advancements would 
denote the attainment of a higher level of skill. While external markets are 
those offering their skills for employment outside of the organisation. Its 
features follow in line with those of the general primary markets. 
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Generally, the constituents of the hospitality job market can be broken down 
into that of the secondary and primary sectors, and further within the primary 
sector, the internal and external markets. It is within the confines of this entire 
market structured by an aggregate of all the segments, that varying positions of 
the occupational hierarchy of hospitality firms are situated. This ranges from the 
managerial positions, to the supervisory, the craft (skilled and semi-skilled) and 
finally to the operative (unskilled) levels. 
Drawing on the characteristics of the job market for the hospitality industry, 
Riley (1993) proposes a model which would aid the identification and 
differentiation of the behaviour of market participants, with added focus on how 
the skill structure and pay structure integrate. He advocates the use of an 
occupational classification which is based upon a four tiers skill classification 
system presented by the UK Hotel and Catering Industry Training Board 
(HCITB, 1975; Riley, 1993), i. e. of the Managerial, Supervisory, Craft and 
Operative positions. Between the latter two, craft represents skilled work which 
requires certain degree of formal training and cannot be solely learnt by on-the- 
job training; while operative refers to the semi-skilled and the unskilled 
occupations whereby work is learnt in the process of everyday tasks. 
Figure 6.1: Skill Proportions 
Source: Riley, 1993. 
From this, the proportions of skilled to unskilled labour was estimated based on 
the findings of previous studies, and can be represented as a pyramid with 
managerial positions occupying the sharp end of the hierarchy and operative 
filling the larger base (Figure 6.1). It is illustrated that almost two thirds of the 
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hospitality and tourism industry workforce is dominated by the unskilled. Based 
on the argument that `skills breeds unskilled works' (i. e. the ratio of employees 
within each strata remains the same regardless of the size of the organisation), 
Riley (1993) further contends that there are gradations within each skill 
category, and henceforth proposes another model where divisions between 
each category are apparent. 
This proposed hierarchical structure, forms the basis of a skills accumulation 
system with the conception that within each specific level, there is an absolute 
limit for knowledge learnt, and that the practice of staff retention is almost non- 
existent. As such, promotions up the hierarchy are based on the accumulation 
of skills and practical training for the unskilled is emphasized. 
Career Progression 
Another concept that is gaining more recognition is that of the provision of 
career prospects or advancements within tourism and hospitality occupations. 
The general perceptions of careers in the industry being few and far in 
between, have spawned writings on the need to recognise, understand and 
therefore, confront the problem. 
Examples of these are noted in Doherty et al. (1997) discussion of the shifts in 
graduate career management which refers to aspects such as career 
progressions opportunities, variation in careers pattern and fast-track careers 
mobility. They conclude by suggesting a notion of continuous "employability", 
"marketability" and "adding value" to the organization. 
The career path model advocated by Pollock and Ritchie (1990) provides a 
practical framework for career progressions through well-defined alternative 
routes for the industry, with regards to the education system. Figure 6.2 depicts 
the model proposed by Pollock and Ritchie. 
Based upon a North American education system, the model provides insightful 
recommendations for the construction of an overall framework for tourism and 
hospitality learning (Soh, 1996). It presents a direct link between the types of 
education needed to the range of skills required by the industry. In addition, 
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what is proposed here is that contingent upon the level of training, experience, 
and education attained, coupled with individual ability and performance, 
careers within the industry do in fact offer opportunities for growth, 
advancement, and challenge. 
Figure 6.2: Career paths within the hospitality industry 
Postgraduate - -- -- ----=- 
--- ---- Senior 
Executive 
University 
Undergraduate -"---------. ---------"- ----", 
- Manager 
11 
-- Career Supervisor 
College 
Vocafioýd - Front Line 
Grade 12 
IIIL! tZIti 
ivate Eneene11 
Path within education system and industry 
r____ Path into industry 
Source: After Pollock and Ritchie, 1990 
It is wise to highlight that the career progression is not as smooth as it appears 
(Figure 6.2). A recent report by CHME (Doherty et al. 2001) claimed that the 
relationship between qualifications and progression is complex. The report 
stated that progression does not depend on qualifications, in many instances 
the route is through more junior operational roles. However, the report did 
emphasized that in the near future, complemented with the increasing 
sophistication of the hospitality management roles, it is likely that degrees or 
diploma would become more necessary to progress (Doherty et al. 2001). The 
same report also discovered that if the top management is a graduate there is a 
tendency that the company had a better qualified management structure and 
made better use of graduate skills, and "... graduates were more confident 
about their value and they had contributed to the sense of dynamism .. 
" 
(Doherty et al. 2001, p23). 
Ladkin's study in 2000, shows that hotel and catering qualification is the 
dominant qualification held by managers in the hospitality industry, and that 
college route proved its worth and can make a recognised contribution to 
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career development. A higher level of education appears to ensure entry into 
the industry at the assistant manager level and a lower level of education 
begins at supervisor or department head grades (Ladkin, 2000). In the 
relatively recent history of degree provision, 20-30% of managers are 
graduates and 70-80% of managers are non-graduates (Lashley, 2002). 
Recruitment Practice 
A review of the literature on the recruitment of hospitality graduates practiced 
by employers is rather mixed. Stewart and Knowles (2000) report that small 
firms' graduate recruitment practice is informal (to a certain extent it is based 
on word-of-mouth and hunches) compared to those of large firms. In the UK, 
employers (large firms) still tend to target particular institutions for recruitment 
with the key factors being the track record of graduates within the company, the 
reputation of the institution, and the relevance of the course (Little, 2001). 
meson and Kempa (1996) conducted a study on the criteria used by industry 
recruitment personnel in the selection of graduates for hospitality management 
trainees in the hospitality industry. They conclude that in the recruitment of 
management trainees the emphasis is placed on applicants' motivation and 
commitment; certain personality aspects; and applicants' home circumstances. 
Very little attention is paid to students' previous academic career and 
achievement. 
In the US, Sneed and Heiman (1995) study on What Program and Student 
Characteristics Do Recruiters Consider Most Important? Twelve programme 
characteristics were listed, and they found that quality of programme, positive 
results from previous graduates, positive relationship with faculty, and 
reputation of programme were the top most valued. Curriculum was noted to be 
important. In the same study they listed 16 student characteristics that are 
thought to be contributing factors for recruitment of hospitality graduates. 
Personal qualities such as attitudes, ability to communicate, and personality 
(friendliness) were the characteristics rated highest by recruiters. Work 
experience also was rated as being "very important" to "essential" by recruiters. 
Grade point average was rated moderately important. Other findings revealed 
in the study was that, maturity, personal initiative, desire, and ability to relocate 
are also factors that recruiters consider when making hiring decisions. 
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The above discussions i. e. career progression and recruiting practice in the 
hospitality industry implies that success in the industry requires students to 
realise the expectations and realities of the industry. 
6.4 SALARY 
Pay or salary is all sorts of different things. According to Torrington and Hall 
(1998), it is basically a transaction, as an employer pays certain amount of 
money for generally specified time, skills and commitment. Salary is also a 
label, a status symbol and a determinant of our living standard (Torrington & 
Hall, 1998). Salaried posts are for what you are and for what you do. 
In the current economic setting, the approach to payment adopted by 
employers typically takes one of three forms, the focus is either in service, on 
skills or on performance (Rosembaum and Binder, 1997). The focus on service 
is characterised by open-ended agreements about continuity of employment, 
incremental pay scales and annual review. Focusing on skills produces higher 
rates of pay with greater or rarer skills, while a focus in performance 
emphasises target-setting, adapting to change and a close relationship 
between what the employee achieves and what the employee is paid. 
This complemented with what was illustrated earlier in Table 6.1, Riley (2000) 
highlighted that the determinant factors of pay or salary is indicated by; the 
level of skills; the degree of specificity of the job; the measure of performance; 
and the personal qualities. 
In the new graduate context, the distribution of the money to the graduate is 
based on performance. Performance normally takes into account the graduate 
academic records, academic output and service activities. As today's payment 
trend is towards performance, it is also based on assessment. An assessment 
is a trend rewarding output rather than input (Torrington and Hall, 1998). 
Graduate view payment as purchasing power, felt-fair (whether the pay was fair 
for the job), rights, relativities in comparison with other individuals of the same 
level and rank, recognition and composition (Smith et at. 2000). In the issue of 
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compensation, Avgoustis & Brothers (1993) reported that graduates do have 
realistic expectations and are aware of the industry's reputation of underpaying 
its managers despite long working hours, high stress levels, and large amounts 
of work performed daily. They also claim high level of qualification, will earn 
more money. 
In the same token, employers believe that the graduate should be paid a fair 
amount in relation to the skill and effort that has to be exercised, in return the 
graduate now the new employee feels there is a reasonable level of payment 
that can be expected for the contribution they make. 
Figure 6.3: Typical United Kingdom's Salary Groups 
Clerical and Technical and 
administrative specialist 
Middle General Senior 
Management Management Management 
GBP 
35,000 
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33,000 
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21,000 
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15,000 
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$, 000 
Source: Torrington and Hall, 199 8 (GBP: Great retain Pound) 
Salary group or salary ranges are set to encompass either the minimum and 
maximum salaries of various people in a certain group level. There is an 
element of salary growth as a result of experience as well as status and 
responsibility. A typical set of groups pay scale in UK is illustrated in Figure 6.3. 
Salary structures depend on the job specialisation and the degree of 
responsibility of the post holder (Weistroffer et al, 2001). 
Clerical and Technical and Middle General Senior 
administrative specialist Management Management Management 
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It is difficult to justify pay base only on performance, contribution and 
development in the labour market. Torrington and Hall (1998) identify four types 
of pay relationship that need to be understood. First, is the differential between 
people in a single group (see Figure 6.3). Second, is the internal relativities, 
representation of different people in different bargaining units. Third, is the 
external relativities, comparison between other people in other companies and 
organisations, and lastly is external identification, by identifying an external 
employee grouping for the purpose of determining the appropriate pay level. 
The elements of payment include basic pay, plussage, benefits, premia, 
overtime, incentive and bonus (Torrington and Hall, 1998). 
There are also relative limitations in connection to pay comparison. The major 
constraints are product market, labour market, collective bargaining, technology 
and internal labour market (Dolton et al. 1997). Dolton et at (1997) have 
recommended that studies be undertaken to investigate how the labour market 
rewards different degree subjects. 
6.4.1 Salary in the hospitality industry 
From the skill model in Figure 6.1, further implication on the level of pay of 
hospitality labour markets can be deduced, with the consideration that the 
inconsistent demand for the hospitality services would require a large stock of 
unskilled staff, therefore creating the tendency for management to deskill. In 
short, the consequences of the dynamism of the hospitality labour market as 
listed by Riley (1993, p54) are: - 
1. the likelihood of surplus supply of unskilled labour 
2. the need for short-term adjustment in labour supply 
3, the opportunities to deskill labour 
4. mobility for those wishing to learn or advance, encouraged by the 
hierarchical structure of the industry 
5. the supply of skilled labour from vocational education 
6. the transferability of skills, allowing workers to emigrate to other markets 
without loss of material benefit 
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7. a lack of incentive to reward long service as productivity is not related to 
job tenure. 
While most of these would push the level of pay down, he states that only a 
genuine deficit in the supply of labour in tandem with rising consumer 
expectations, would have an adverse effect on pay levels. In addition, pay 
differentials in the hospitality industry are also dictated by level of service, 
functional or occupational rigidity for the skilled and the unskilled, differences in 
effort invested and personality, and varying durations for training and education 
achieved. 
In the current Britain industry salary setting, the general hospitality staffs 
(operational unskilled) are the lowest paid. Results of the 2000 New Earnings 
Survey, issued by the Office for National Statistics (Caterer & Hotelkeeper 
Magazine, 2001), reveals that employees working in the finance sector earned 
an average of GBP29,774 in the year 1999-2000 tax year, that is twice the 
average salary earned by hospitality staff of GBP14,191. Hospitality staff also 
earned below GBP6,000 different from the average gross annual full-time pay 
for workers across all industry in Britain of GBP21,842. Tables 6.2 and 6.3 
illustrate the average annual salaries for operational staff and management in 
Britain catering sector. 
Table 6.2: Averacie annual salaries for waiting and catering staff in Britain (catering) 
2000 (in GBP) 2001 (in GBP) 
Head Butler 17,091 17,722 
Butler 15,152 15,535 
Head waitedwaitress 14,113 14,066 
Silver service waiter/waitress 10,897 11,616 
Bar person 10,554 10,620 
Tea person 9,721 10,996 
Cashing/vending assistant 9,788 10,271 
Catering assistant 9,560 10,478 
Senior porter/store person 10,521 12,263 
Kitchen porter 9,381 10,583 
Source: Caterer com, 2002 GBP: Great Britain Pound 
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Table 6.3: Average annual salaries for management and chefs in Britain caterin 
2000 (in GBP) 2001 (in GBP) 
General catering manager 27,023 29,709 
Catering manager 21,613 23,452 
Deputy catering manager 18,717 19,966 
Assistant catering manager 16,634 18,270 
Head Chef 21,056 23,844 
Second chef 17,518 18,159 
Assistant/commis chef 12,403 13,041 
Pastry chef 16,313 17,132 
Chef manager 17,471 18,737 
Assistant to chef manager 14,540 nla 
Directors' cookichef. 19,980 21,500 
Source: (; aterer. com, 2002 GBP: Great Britain Pound 
The Association of Graduate Recruiters (AGR, 2001) published a half yearly 
review of graduate salaries and vacancies, stated that graduate starting 
salaries across all industries in UK rose 4.1 percent in 2001. The research 
revealed that hospitality graduates were the lowest paid, with an average 
starting salary of GBP18,000, followed by insurance graduates at GBP18,375 
with legal sector received the most with an average of GBP26,000 followed by 
the banking and finance graduate at 23,000. 
In the CHME Report (Doherty et al. 2001), some management position in 
bigger firms can earn up to GBP40,000 to GBP50,000. This was supported by 
Gaterer. com (2002), where two-thirds out of 1,000 industry professionals from 
hotels, restaurants, pubs and catering firms surveyed in UK were "proud" to 
work for their companies. The average salary of respondents was GBP24,700. 
Best paid were hotel general managers, with an average of GBP33,500, while 
banqueting staff earned just GBP16,500 a year. The best paid sector was 
contract catering, with a figure of GBP25,900, restaurants averaged GBP25, 
100, in hotels GBP24,500 and those in pubs at GBP2I, 700. Highest annual 
salaries were in London - an average of GBP29,200, while the lowest were in 
East Anglia, at GBP9 8,900. Men working in hospitality warned more than 
women, the average figure for men was GBP26,200 while for women it was 
GBP29,100. 
In summary, the skill structure and pay structure of the hospitality industry as a 
result of the very characteristics of the business itself as well as the nature of 
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its demand for manpower resources form the bases of a model for the 
hospitality labour market. 
6.5 Summary 
The above sections have reviewed the literature relating the labour markets. 
Three main themes are reviewed; the graduate labour market, job and salary. 
Increasing proportions of school leavers enter higher education and 
consequently expect to enter the labour market at a higher level. Employers 
who failed to recognise this potential and ability and regard graduates as over- 
qualified should not be surprised when they (graduate) would be attracted to 
other organisations which value their potential more highly. 
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CHAPTER 7r 
RESEARCH METHODOLOGY 
7.1 Introduction 
The purpose of this chapter is to describe the methodology and methods 
employed in the research project. The investigations were designed to have 
three strands of research; each had a contributing factor towards the other. 
Qualitative and quantitative (or a combination of both) may be relevant at 
different stages of the research process (Hashim, 2001). According to Morgan 
(1998), it is possible to combine qualitative and quantitative research strategies 
in order to produce a general picture of the subject under study. Qualitative and 
quantitative research are employed in relation to each other so that qualitative 
research is used to analyse quantitative research or vice versa (Bryman, 2001). 
Bryman (ibid) says, "some quantification findings from qualitative research can 
offer help to uncover the generality of the phenomena being described" 
In the following sections, detailed descriptions of the research methodologies 
are presented, followed by a discussion on the Pre-test and Pilot surveys. It 
continues with an explanation of the methods, procedures of data gathering 
and data analysis of each survey. 
7.2 Restatement of Aim and Objectives 
The primary aim of this study is to investigate the possible relationships 
between entry qualifications, academic performance, professional training, 
perceived competences and ultimately, employability, or in this context the 
students' level of preparedness for employment. Further, the objectives were 
to examine: 
. The relationship between entry qualifications and performance on the 
programme, final assessment and employability. 
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" The influence of the degree of specificity in the hospitality industry 
oriented curricula (i. e. ) the balance between specific functional aspects 
and general management subjects, upon students' employability. 
9 The relationship between academic performance, and students' 
employability 
" The relationship between practicum or professional training, and 
employability. 
" The relationship between students' competences and employability. 
This study attempts to examine the academic - employability path of hospitality 
graduates. A discussion of the conceptual model, hypotheses and integration of 
the findings with the objectives follows. 
7.2.1 Conceptual Employability Model 
Figure 7.1: Proposed graduate employability model (GEM) 
Input Process Output Outcome 
Higher Education Employment 
Nature of Curricula 
Early Academe 
education performance 
Entry Professional 
qualifications training 
At this juncture, the conceptual model is revisited to refresh the reader on the 
purpose of this study. Figure 7.1 illustrates the proposed employability model 
for hospitality graduates. This performance indicator model aims to investigate 
the relationship between `input' (entry qualification), `process' (in Higher 
education setting - includes nature of curricula, academic performance and 
professional training), `output' (exit qualification and competences), and 
`outcome' (the employment setting - job and salary). 
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Prior to finalising the eight variables (entry qualification, nature of curricula, 
academic performance, professional training, exit qualification, competences, 
job and salary) selected to be evaluated and measured in the proposed model, 
several other variables i. e. personal attributes, age, gender, learning styles, as 
well as teaching styles were also explored. However, due to the number of 
these variables and their behavioural nature, together with the time constraint, 
these variables were not taken forward. The nature of the curriculum was 
chosen based on the philosophical and orientation of the concepts involved 
also it was more to do with debates in the literature eg. HEFCE (Doherty et al. 
2001) and HCIMA reports (Gamble et al, 1993) about the move from a specific 
hospitality (and probably skills] curriculum to a more general business 
approach. 
7.2.2 Hypotheses 
At this stage the hypotheses are presented. Figure 7.2 illustrates the 
employability path hypotheses. There were five hypotheses: 
Figure 7.2: Employability Path Hypotheses 
First, one's qualifications (EQ) obtained upon completion of one's secondary 
schooling or above prior to entry to a higher education institution has 
relationships with ones performance (AP) in the programme enrolled. This 
relationship is represented by P1. A candidate with straight A's in his/her A 
levels score, or distinctions in HND, or cumulative grade point average (GPA) 
above 3.0 (of 4.0 level) in other type of qualification will do very well in his/her 
study through out the programme at higher education. Then his/her excellent 
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performance while in the programme will result in him/her graduating with a first 
class degree as an exit qualification (EXQ), which is represented by P4. As a 
first class graduate, employers in the industry would acknowledged his/her 
credentials and offer him/her of a reputable job (JOB) that is represented by 
P8, and at the same time the job has a good salary (SAL) represented by P10. 
To simplify, P1 causes P4, then causes P8 which then causes P10. Thus, the 
research hypothesized that: 
H1: GOOD entry qualifications (EQP) lead to HIGH academic performance 
(AP), resulting with HIGH degree class (EXQ), promises REPUTABLE job 
(JOB) with EXCELLENT salary (SAL). 
Second, the nature of curriculum (CUR) offered at higher education has an 
impact on his/her employability path starting from his/her performance in the 
programme, degree attainment, getting the first jobs and remuneration with 
high salary, and this is represented by P2. Thus the research hypothesized 
that: 
H2: Nature of the curriculum (CUR) has an effect on employability path - P2. 
Third, in the programme, one may choose to attend professional training as 
part of his/her study. The professional training (PT) that one has undergone is 
said to enhance his/her performance during the subsequent year in the 
programme. This is represented by P3. The same PT is said to have an impact 
on his/her exit qualification (EXQ) represented by P5. In the programme, one 
would undoubtedly acquire the necessary skills and competences, thus 
become competent (COM). The PT will further develop and enhance his/her 
competences (COM), which is represented by P6. Thus the research 
hypothesized that: 
H3: Professional Training (PT) enhances academic performance (AP) - P3, 
affects exit qualification (EXQ) - P5, and increased competence (COM) - 
P6, and influences job (JOB) - P9. 
Fourth, one's competences (COM) acquired from the programme would have 
an impact on ones exit qualification (EXQ). At the same time, the portrayal of 
ones competences convinces future employers to hire him/her and give him/her 
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a decent job that reflects ones outstanding achievement and competences. 
These were represented by P7 and P9. Thus the research hypothesized that: 
H4: Competence (COM) effects exit qualification (EXQ) - P7, and impacts on 
Job obtained (JOB) - P9. 
Finally, from their excellent performance and achievement throughout the 
programme, graduates who were awarded with first, upper second, lower 
second and third class degrees. With the research hypothesized that: 
H5: First class achievers are better than upper second and lower second class 
in relation to securing jobs on graduation. 
7.3 Research Methodology 
"The type of research methodology to be employed for a particular problem must 
always recognise the scope, domain and nature of the data that will be 
collected. " (Hashim, 2001, p232) 
The debates concerning the best approach to research are linked to the two major 
theoretical perspectives that dominate social science, positivism and 
phenomenological (Taylor & Bogdan, 1998; Bryman, 2001). According to Taylor 
and Bogdan (1998) positivism seeks the facts or causes of social phenomena 
apart from the subjective states of individuals, while phenomenologism is 
committed to understanding social phenomena from the actors own perspective 
and examining how the world is experienced. Adopting the natural science model 
of research (Bryman, 2001) positivism searches for causes through quantitative 
methods such as questionnaires, inventories, and demography that produce data 
amenable to statistical analysis. On the other hand, the phenomenologist seeks 
understanding through qualitative methods, such as interviewing, participant 
observation and others that yield descriptive data (Mason, 1996; Bryman, 2001, 
Taylor & Bogdan, 1998). In most educational inquiries, both, qualitative and 
quantitative, methodological processes are used to explain educational problems 
(Cohen and Manion, 1996. Requoted from Hashim, 2001). 
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Observing the nature of this research inquiry, it was decided that the process of 
extracting the relevant information for this research project required the use of 
both qualitative and quantitative methods (Bryman, 2001). Hence, the position 
that was adopted for this research project was that no one methodology was more 
dominant than the other (Morgan, 1998). The two approaches complement one 
another. In summation to the argument of combining qualitative and quantitative 
methods, Bryman (2001, p68) says 
lt reveals a concern in both cases with the notion that, not does the 
written account of research (qualitative) constitute the presentation of 
findings but also it is an attempt to persuade the reader of the credibility 
of those findings. 
The adoption of both methodologies of data gathering, quantitative and 
qualitative, would help to gain a better understanding of the issues being 
investigated. 
Cross-cultural or in this case cross-national issues were also addressed as they 
have an influence on the implementation stage (research method) (Brislin et at, 
1973; Verma & Mallick, 1988). This will be discussed in the next section. 
The gathering of empirical data of the students, educators and industry 
professional perceptions in the study involved two study regions, United 
Kingdom (UK) and Malaysia. Therefore, it was decided that access to the 
student database, questionnaires and structured interview sessions would be 
used with regard to specific study location. Access to students' databases was 
obtained both in UK and Malaysia. Questionnaires were employed for the 
educators' survey in the two countries. Both methods of collecting data 
(questionnaires and structured interview) had to be used in the industry 
professionals' survey in Malaysia due to time and budget constraint, and only 
questionnaires were used for the industry professional survey in UK. The use of 
questionnaires was to identify, verify and assess the importance of the graduate 
competences upon graduation and related issues on graduate employability. The 
interview session and written comments aim at gaining industry professional's 
responses not answered through the questionnaire or filling the gaps (Morgan, 
1998). 
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in extracting data about the nature of the curriculum in the respective institutions, 
questionnaires were used. The objective of the educators questionnaire was to 
obtain the perceptions about the degree of specificity of the curriculum in relation 
to the industry and to gain further information on whether educators and 
professionals share the same perceptions, thought and values about the 
research issues. 
7.4 Data Collection 
As stated earlier, the aims of this study are to critically evaluate the relationships 
and to make recommendations concerning the employability of hospitality 
graduates. It was therefore decided that the investigations should have three 
strands of research, each of which will have a contributory factor towards the 
findings. The three strands of researches were Student Data Collections, 
Educators Survey and Industry Professional survey. 
The dual location involved in gathering the empirical data raised the cross- 
national issue (Brislin et al, 1973; Verma & Mallick, 1988). According to Brislin 
et al (1973) cross-national research must look into, i) gaining access; ii) 
translation and language used (Jobert, 1996); and iii) obtaining sample of 
people equivalent to respondents from comparison studies in researcher's own 
culture or nationality. Verma and Mallick (1988) raised the issue on the validity 
of the western-type test instrument, testing situation and cultural biases. 
Viewing the constraints that relate to the research project (time, location and 
budget), and to eliminate any biases the study employed the following 
approaches: 
I) The sample population for students' data were from one institution in 
UK and one institution in Malaysia, to which the researcher had direct 
access. 
11) The sample of educators and industry professionals in both countries 
understand the language used (English) 
III) The sample of educators and industry professionals were of the 
hospitality education or hospitality business. 
IV) The test instrument was designed to investigate and determine the 
similarities, but not to make any comparison. 
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Cross-national research should describe the characteristics of the subject and 
environment i. e. age, sex, educational level, income, occupation, place of 
resident, special training in which these characteristics could potentially 
influence the results or the interpretation (Brislin et al, 1973). "The procedure of 
starting in his own country and then gathering data in others increases the 
predictive range of the hypotheses and accounts for behaviour in several 
cultures rather than just the researchers own (Whiting, 1968 Requoted from 
Brislin et al, 1973, p 7? ). " 
7.5 Research Methods 
The research methodology employed in this study combines both the 
quantitative and qualitative aspects. The quantitative elements involved an 
inventory of hard data that includes entry qualification scores, examination 
scores, professional training scores, degree class and first destination income 
for students both in UK and Malaysia. The qualitative elements utilised the 
descriptive survey method to determine the performance of the graduates, their 
first destination job, their competences, and the perceptions of the industry 
professionals and the educators in hospitality education in the UK and 
Malaysia. 
Oppenheim (1998) defines a descriptive study as a method that involves 
collecting data in order to test a hypothesis or to answer questions concerning 
the status of the subject of the study. A descriptive study determines and 
reports the way things are. It is undertaken to ascertain and be able to describe 
the characteristics of variables in a situation. Typically descriptive studies are 
concerned with the assessment of attitudes, opinions, demographic 
information, conditions and procedures (Hashim, 2001). Sekaran (1992, p36) 
inferred that descriptive studies that present data in a meaningful form help to: 
U 
a. understand the characteristics of a group in a situation of interest, 
b. aid in thinking systematically about aspects in a given situation, 
c. offers ideas for further probing and research, and 
d. help make certain simple decisions. " 
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At the same time, this study is interested in delineating the important variables, 
entry qualification, nature of curricula, academic performance, professional 
training, and competences that are associated with employability. Hashim 
(2001, p236) stressed that "the type of research methodology to be employed 
for a particular problem, must always recognise the scope or domain and 
nature of the data that will be collected in order to achieve the objectives of the 
research. " Stemming from that, the study also attempts to investigate possible 
cause-effect relationships through certain types of correlational (bivariate 
correlation matrix, ANOVA) and/ or regression analysis. Multiple regression will 
be applied since "it is a technique for developing and testing a model relating 
one dependent variable and several independent variables. " (Fielding & Gilbert, 
2000, p11) 
7.5.1 Research Design Model 
Figure 7.3: Research Design Model 
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The study begins with the identification of the problem, followed by establishing 
the aim and objectives. Having established the objectives, literature review was 
done, followed by the research design and methods for the questionnaires. 
Prior to the distribution of questionnaire, a pilot study was done. For the two 
educators and industry professional surveys. Each strand of research was then 
analysed individually before integrating each other in the end (See Figure 7.3). 
7.5.2 Pre-test and Pilot surveys 
As this study is to be carried out in UK and Malaysia, a thorough knowledge of 
the subject matter and figuring out the way respondents might react to the 
questions was vital. Pre-test and pilot surveys were carried out to further 
investigate and prepare for the main investigation. 
7.5.2.1 Pre-test 
A pre-test survey for the industry professional questionnaire was carried out 
with relevant industry professionals to identify and plan the enquiry. As Moser 
and Kalton (1985) point out that a pre-test is necessary in order to try out 
systematically all the various features of the main enquiry. In this pre-test 
survey industry professionals in the UK were employed. The criteria used for 
member selection was that, members must be knowledgeable in the relevant 
area of the hospitality industry. The lists of members were obtained from Hotel 
Catering and Institutional Management Association (HCIMA) Yearly Report 
2001. They were the Operation Managers of hotels and food service 
establishments in the Greater London area. Out of thirty-five professionals 
solicited, seven responded and five agreed to participate. 
Panels were asked to comment and rate the importance of functional 
dimensions and competence statements. The functional dimensions and 
competence statements were adapted from various studies, which had been 
collated before presenting to the members. At the same time, they were also 
asked to delete or add as appropriate. (See Appendix C2). 
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In the pre-test survey, the questionnaire was divided into two categories: 
functional dimension and competence statements. To set up the parameters of 
the identification of competence statements, it was logical to identify the 
functional dimension of operational level manager (Kyoo, 2000). This was due 
to the fact that management is often viewed as a series of functions to be 
performed (Drucker, 1992). 
Questionnaire Development 
Several sources were used to develop the questionnaire. The major source 
was the research conducted by Kyoo (2000), who surveyed the industry 
professionals to the proposed curriculum and competences for career success 
of operational managers in Korea. The result of his study was the basis of the 
list of competences. The second source was the study conducted by Gamble et 
al. (1993). The study investigates the perceptions of industry professionals 
towards the European Managerial Skills. 
The importance of general management knowledge 1 skills identified as useful 
for graduates entering the hospitality industry was also assessed in the studies 
conducted by Tas (1988), Li and Kivela (2000), Burbidge (1998) and Su, Miller 
and Shanklin (1997/1998). Additional information included industry 
professionals' perceptions about the variety and extent of practical work 
experience to which hospitality graduates should be exposed. Demographic 
factors of hospitality industry professionals were included within the survey 
instrument to compile a respondent profile. 
The initial list of management functions was based on Kyoo's (2000) and 
Gamble et al. (1993). In the Kyoo study, six factor dimensions of functional 
management activity areas were identified. These are: 
*Management Analysis Techniques, 
*Adaptation of Environment Changes and Procurement of Knowledge, 
*Management of Employee and Job, 
*Problem Identification and Communication, 
*Operation Techniques and Knowledge, and 
*Innovation. 
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In Gamble et al's (1993) study one additional factor dimension area was 
identified, that is Personal Skills. All seven were retained. 
Following this classification, the various competence statements derived from 
the previous studies were categorised appropriately under each functional 
dimension. The initial number of competence statements was sixty (60) and 
members were allowed to add or delete any competence statements that they 
felt appropriate. See Appendix C2 for the competence matrix. The competence 
statements in each category (functional dimensions) were initially adapted and 
framed from several studies, which have been described earlier (Kyoo, 2000; 
Gamble et al. 1993; Tas, 1988, Knutson & Patton, 1992). In order to avoid 
duplication of competence areas under different names, the list of competences 
found from the previous studies was collated before presenting to the panel. 
Using the Likert scales of measurement, members were asked to rate the 
various questions in terms of their degree of importance. 
It was agreed that the competence statements should be in general forms 
(competence statements) rather than skill specific. The list with the specific 
statements removed left the competence statements to 55 from the initial 60. 
After this session was completed and the plan of the enquiry was established, a 
pilot survey was carried out. 
7.5.2.2 Pilot Study 
A pilot study was done to familiarise the researcher with the situation and to 
identify any difficulties with the review. To test the content validity of the survey 
questionnaire, researchers from School of Management Studies for the Service 
Sector (SMSSS), University of Surrey (UniS) were selected for the pilot study 
based on the diversity of experience, educational background and field of 
expertise. There were two sets of questionnaires in the pilot study, one set for 
the educators and another set for the industry professionals. 
The idea of the pilot study was to make sure that 
1. Questions are easy to understand (clarity), and 
2. Any anomalies in the questionnaire are identified. 
147 
Chapter 7: Research Methodology 
3. Research questions are suitable 
4. The questionnaire can be completed within reasonable time. 
To secure participation in the pilot study, pilot panel members were contacted by 
telephone, email and other appropriate means. Upon receiving their agreement 
to participate, a letter of explanation, the survey instrument and comment page 
were distributed. Using their experience and knowledge of their respective areas, 
the pilot members were asked to respond to the questionnaire. The results 
revealed that pilot members agreed on the format and content of the 
questionnaire and provided valid information on the questionnaire design, 
wording and measurement scales. 
7.6 Student's Data Collection 
The research objectives for this part of the data collection are to find the critical 
information from the students for the purposes of identifying the personal 
information: age, gender, entry qualifications, academic performance, 
appropriate professional training, degree class, first job destination and initial 
salary. 
7.6.1 Cohorts Identification 
The population for the data collection was the whole cohort of students 
graduating from year 1999 to year 2001, from two institutions that is; University 
of Surrey (UniS) in United Kingdom, and University Teknologi MARA (UiTM) in 
Malaysia. In UK, the cohorts were those graduated with Bachelors in Hotel and 
Catering Management, and Bachelors in International Hospitality and Tourism 
Management from SMSSS of UniS. The first cohort enrolled in 1995 and 
graduated in 1999, the last cohort enrolled in 1997 and graduated in 2001. 
Some undergo three-year and some 4-year programmes, which include a 
professional training year. 
In Malaysia, the cohorts were those graduated with Bachelor in Hotel 
Management, Bachelor in Food Service Management, Diploma in Hotel 
Management and Diploma in Food Service Management from Faculty of Hotel 
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and Tourism Management of UiTM. The first cohort of the Diploma enrolled in 
1996 and graduated in 1999 and the last cohort enrolled in 1998 and graduated 
in 2001. For the degree courses, the first cohort enrolled in 1997 and graduated 
in 1999, and the last cohort enrolled in 1999 and graduated in 2001. Table 7.1 
and Appendix C3 illustrate the institution, courses, and sample size (n). 
From the database gathered through the administration offices of the two 
institutions, the total population of the sample was approximately 1160 
students, 800 from UiTM, and 360 from UniS. 
Table 7.1: Sample population 
Institution Courses (n) 
University of Surrey (UniS) B. Sc Hotel and Catering Management (BHCM) 180 
B. Sc International Hospitality & Tourism 180 
Management (BIHTM) 
University of Teknologi MARA B. Sc. Hotel Management (BHM) 100 
(UiTM) B. Sc. Food Service Management (BFSM) 100 
Diploma in Hotel Management (DHM) 400 
Diploma in Food Service Management (DFSM) 200 
7.6.2 Procedure 
Following the Data Protection Act, consent from the students currently enrolled 
in the institutions to access their academic data was sought. For UniS cohorts, 
letters of request were distributed to the final year hospitality students 
participating in the study in order to obtain their total approval for accessing 
their academic data files. The letter explained the objective of the study, the 
role of the students and what was expected from them. Refer Appendix C4 to 
C6 
A letter of intent explaining the objectives of the study was sent to the Deputy 
Vice Chancellor (Academic) of UiTM for access to student databases at the 
Faculty of Hotel and Tourism Management. The access to data involved both 
the UITM main campus (where the degree courses were taught) and the 
branch campus (for the diploma courses). Refer Appendix C7, also C8 and C9. 
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7.6.3 Instrument and Data collection 
Students' academic files were accessed to gather information on University 
Registration Number (URN), gender, age, nationality, entry qualification; hard 
data of academic scores, professional training scores, final scores, degree 
class, grade point averages, first destination job and salary. Refer Appendix 
C10 to C14. To ensure anonymity, all names were coded. Raw data were 
keyed into a proforma file using Microsoft Excel 5.0 before transferring into 
Statistical Package for Social Science (SPSS) Version 10 program for 
analyses. 
7.6.4 Variables and Measures 
Since the sample population comprises of different nationality and academic 
backgrounds, thus, a common basis was sought by which their level of 
qualification upon entry to the college would be sensibly measured and 
compared. This was done by categorising the types of qualifications based on 
their level of achievement. In addressing the issue of the difficulty in tabulating 
international educational attainments in cross-cultural research and for ease of 
comparability with the UK qualifications, measures used by Kerckhoff and 
Dylan (1999), UCAS (1999 & 2000), and British Council Qualification Guide 
(1996) were adopted (Chapter 2) and utilised, 
As mentioned earlier the data collection through students' databases provided 
the demographic data, which were measured by single items. The identification 
of entry qualification, academic performance, professional training and exit 
qualification (in the form of degree class and grade point average (GPA) was 
also measured through single items as described below. 
Entry Qualification (EQ) 
This variable was taken from the student data and using SPSS, the analyses 
were carved out to find the, 
1. relationships with age, gender, and nationality, 
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2. relationships of performance at all levels on diploma and degree 
courses (AP) 
3. relationships with exit qualification (EXQ), and 
4. relationships with employability, first destination job levels (J) and 
first destination salary level (S). 
To operationalize the measurement of entry qualification (EQ) and to maintain 
construct validity, the study adopted the system used by UCAS (1999), by 
converting the qualification grades to a numerical scores. Sapsford (1999, p47) 
says "operationalization is the substitution for something whose measurement 
a theory or hypotheses demand, of something which can actually be counted 
without ambiguity. " 
UCAS (1999) introduced a point system that universities and colleges in 
England use for the purpose of administering the admission criteria and used 
for reporting achievement for entry to degree courses. A/AS levels scores are 
widely used as admission criteria as well as the AGNVQs and BTEC HND 
scores (UCAS, 1999). Each student's best three A level or AS grades are 
converted to a numerical score. 
Points were assigned according to defined criteria. The points are illustrated in 
the `detail' column of Table 7.2 & 7.4. Also refer to Tables 2.2,2.3 and 2.6 for 
general entry qualifications to national diploma and degree courses in England 
and Malaysia. The points were coded to differentiate the types of qualifications 
and categories, both in England and Malaysia. This is illustrated in Table 7.2. 
Entry qualifications point for GCE A level and AS level of UniS's cohorts 
reflected the actual UCAS scores. The point scores for other qualifications were 
assigned based on the equivalence used, practised and suggested by the 
admission tutor at the SMSSS, UniS. (Lockwood, 1999; Sussman, 1999; 
Ekinci, 2000) 
The BTEC HND and AGNVQs qualification point scores were assigned and 
converted from the grading systems of `distinction', `merit' and `passes' into 
numerical scores based on the equivalence to the GCE A levels grade. The 
scores were also based on the best three subjects. The International 
Baccalaureate and European Baccalaureate points were assigned based on 
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the equivalence suggested by UCAS (1999). The scores were based on the 
achievement of a full baccalaureate qualification. The International Higher 
Diploma qualifications point scores were assigned based on the practice used 
in the interview sheet in SMSSS, UniS. 
Table 7.2: Assigned point scores and code for qualifications from England 
and Malaysia used in the study. 
England 
Qualifications Points code Detail 
General Certificate of A Grade A, B, C, D and E 
Education (GCE) Advanced Point: A: 10; B: 8; C: 6; D: 4; and E: 2 
(A) Levels 
GCE Advanced Supplement A Grade A, B, C, D and E 
NS) levels' Point: A: 5; B: 4; C: 3; D: 2; and E: 1 
BTEC HNDIHNC B Distinction z 70 %=8 points 
Merit 60 %=6 points 
Passes >_ 50 %=4 points 
Advanced GNVQ B Distinction > 70 %=8 points 
Merit z 60 %=6 points 
Passes z 50 %=4 points 
European Baccalaureate E Full Baccalaureate 
International Baccalaureate 24 oints 
International Higher Diploma 1 Full Diploma 
28 points 
International School Leaving IS 14 points 
Certificate 
Foundation Courses is 4 points 
Malaysia 
Full 3-year Diploma D CGPA 3.75 = 30 points 
3.50 = 27 points 
325 = 24 points 
3.00 = 21 points 
2.75 = 18 points 
2.50 13 points 
2.25 =9 points 
2.00 =4 points 
Sijil Tinggi Persekolahan AS Grade A, B, C, D and E 
Malaysia STPM Point: A: 10; B: 8; C: 6; D: 4; and E: 2 
Si1-d Pelajaran Malaysia (SPM) S Distinction: I=6.0 points 
Sijit Pelajaran Vokasional 2=5.25 points 
Malaysia (SPVM) Credit :3=4.5 points 
4=3.75 points 
5= 3.0 points 
6=2.25 points 
Passes :7=1.5 points 
8=0.75 points 
National Certificate in Hotel NC CGPA 3.75 = 30 points 
Operation (U1TM) 3.50 = 27 points 
3.25 = 24 points 
3.00 = 21 points 
2.75 18 points 
2.50 = 13 points 
2.25 =9 points 
2.00 =4 points 
Scores were given for the overall achievement and full diploma qualification. 
For the international school leaving certificates, the foundation course 
assessment must be included in the calculation of points since it is the actual 
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requirement for entry. Some international qualifications required proof of 
English language proficiencies, but this could be supplemented with the English 
course taken while in the programme, and does not have great effect on the 
assigned points. Thus, the scores were based on the overall achievement at 
school plus the achievement from the foundation course. Mature applicants 
carry their own merits based on the appropriate qualification and the number of 
years of working experiences. 
Entry to higher education in Malaysia does not practise the points system, and 
the admission criteria are based on the achievement on the individual subjects. 
The grading systems used for the qualifications are different for the SPM, 
STPM, and diploma or degree qualifications. Refer Table 2.2 and 2.3. 
To operationalize the qualifications for cohorts in Malaysia, the qualifications 
were also converted to numerical scores and the points were assigned and 
allocated after performing normal curve dispersion and standardisation method. 
The points assigned to the STPM qualifications were adapted from the UCAS 
point system since this qualification is aligned with the GCE A levels in 
England. Thus, the scores were based on the best 3 subjects. For entry to a 
degree course, UiTM gives priority to its own diploma holders. Since this 
diploma qualification is based on CGPA, the conversion and assignment of 
points were spread from the lowest point scores to the point ceiling of 30, i. e. 
CGPA 3.75 is equivalent to 30 points. In this case the scores were based on 
the overall achievement reflected on the CGPA. 
The SPM and SPVM qualifications' grades were converted from the grading 
systems of `distinction', `credit' and 'passes' to a numerical score and the 
scores were based on the best 5 subjects. The National Certificate qualification 
carries the same grading systems as the diploma qualification. The conversion 
and the assignment of points adapted the same conversion used for the 
diploma. It is important to note that this qualification only qualifies applicants for 
entry to the diploma programmes in UiTM 
Using the points system previously described and listed in Table 7.2, the 
illustration shown below, provides the example of how the scores were 
tabulated. Table 7.3 depicts the qualification of two potential applicants 
applying for a degree course in the SMSS, UniS. 
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As illustrated, both candidates are eligible to be considered for places in the 
degree programmes in the SMSSS in UniS, since both exceed the minimum 
requirement of 18 points. Normally the best 3 equivalent to A levels are chosen 
for points. In this case Candidate A total point score will be 26 points, and 
Candidate B will still be 22 points. In instances, where a candidate's admission 
scores do not reach the minimum requirement of 18 points, the decision is 
based on merits from the candidate's performance during interview. 
Table 7.3: Sample of numerical conversion for GCE 
Candidate A Candidate B 
GCE A Level score A, B, C, E, B, C 
GCE AS Level score - B, B 
1) Candidate A 
A Level score point score A= 10 
B=8 
C=6 
E=2 
Total point score 26 
2) Candidate B 
A Level score point score B =8 
C =6 
AS point score B =4 
(half A level) B =4 
Total point score 22 
The normal minimum requirements for entry to degree and diploma courses in 
UniS and UiTM, tabulated using the assigned points are illustrated in Table 7.4. 
Academic Performance (AP) 
This variable was taken from the data collection, and tests were carried out to 
determined the: 
1. relationships with age, gender 
2. relationships with entry qualification (EQ), 
3. relationships with professional training (PT), 
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4. relationships with exit qualification (EXQ) and 
5. relationships with first job destination (J) and salary level (S). 
The measurement of AP variables is in percentages (%) scores. The grade 
system used in UiTM was converted to percentage scores based on the 
benchmark illustrated in Table 7.5. Correlational bivariate measures were 
conducted to associate academic performance with employability. The test 
examined the relationship between EQ and AP at several intervals through the 
academic process, 
Table 7.4: Normal minimum requirements for entry to degree and higher diploma 
courses in UniS, and UiTM tabulated using the assigned point system. 
1. University of Surrey -School of Management Studies for Service Sector (BSc) 
Qualifications Code Points scores 
3 GCE A Levels at grade C or above with A 3 Cs 
passes in Mathematics and English at GCSE (3 x 6) =18 points 
Levels 
GCE Advanced Supplement Levels ` A 2Cs at A+ 2Cs at AS 
2x6+2x3)=18 points 
BTEC HND/HNC B 3 Merits 
3 subjects at merit (3 x 6) = 18 points 
Advanced GNVQ B 3 merits 
Overall distinctions (3 subjects at merit) (3 x 6) = 18 points 
International Baccalaureate & E Full Baccalaureate = 24 points 
European Baccalaureate 
International Higher Diploma I Full Diploma = 28 points 
(Direct entry to 2"d year) 
International School Leaving Certificate + IS 14 points +4 points = 18 points 
Foundation course 
Mature M Appropriate qualification with certain 
years of working experience. 
2. University Teknologi MARA (BSc) 
Full 3-year diploma with CGPA at 2.75 or D CGPA 2.75 = 18 points 
above (Direct entry to 2`" year) 
3 STPM Levels at grade C or above with AS 3 Cs 
passes in Malay at SPM Levels (6)(3) = 18 points 
3. University Teknologi MARA Di 
I STPM Levels at Grade C. or above with S 1C (STPM) +3 Cs (SPM) 
credit level passes in mathematics, English 
and Malay language at SPM Levels (6 + (2.25 x 3)) = 12.75 or 13 points 
5 SPM Levels at Credit level passes in S 5 Cs of 6 
Mathematics, English, Malay, and two other (5 x 2.25) = 13.25 or 13 points 
sub" cts. 
National Certificate in Hotel Operation with NC CGPA 3.00 = 21 points 
CGPA 3.00, and 3 SPM levels at Credit levels 
passes in Malay, Mathematics or English, and 
1 other subject. 
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Table 7.5: Grade Conversion for UiTM scores 
Grade GPA % 
A+ 4.00 90 
A 4.00 80 
A- 3.67 75 
B+ 3.33 70 
B 3.00 65 
B- 2.67 60 
C+ 2.33 55 
C 2.00 50 
C- 1.67 47 
D+ 1.33 44 
D 1.00 40 
Professional Training (PT) 
PT variable obtained from the databases, comprised both the industry and 
student's report evaluation. However, due to the inconsistent data availability 
between the institutions studied, only students' report scores were finally used. 
Tests were conducted to investigate the relationship between PT and entry 
qualification (EQ), academic performance at difference level (AP), degree class 
(DG), first destination job (J) and salary (S) variables. 
Exit Qualification (EXQ) 
The extraction of this variable from the students data collection was to test the 
variability among course and education levels (diploma or degree). The data 
were obtained in the form of degree class (DG) for the degree course and GPA 
for the diploma course. The variable was operationalized by converting the 
students final scores into meaningful class levels. The class levels were coded 
to differentiate between the class for the degree students and the class for the 
diploma students. It is wise to remind the reader that, the study did not attempt 
to compare the results between institutions but to look at the similarities. Table 
7.6 illustrated the conversion. 
Correlational bivariate measures were conducted to associate EXQ with 
employability. The test examined the relationship between DG and Gender, 
Age, EQ, AP, PT, J and S. 
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Table 7.6: Degree class conversion for UiTM and UniS Scores 
Malaysia Engl and 
% Class Class % 
90 
80 
75 1 
70 1 70 
65 2.1 
60 2.1 60 
55 
50 22 2.2 50 
47 
44 
40 3 3 40 
:_ :.: Pass 35 
7.6.5 Data analysis 
The data collected was analysed using routine SPSS Version 10 for Window. 
Frequency distributions, correlations and means, standard deviations, and 
other statistics were obtained by Descriptive Frequencies, Pearson Correlation 
to determine the possible relationships between the variables. The tests and 
measurement would be analysed and used to reveal significant differences 
between sample groups, which might be considered important in hospitality 
education. The hypotheses were tested using t-tests, chi square test, one-way 
ANOVA, and regression analysis. 
7.7 Educators' Survey 
The objective of this survey was to assist in the determination of the nature of 
the curricula (C) in the hospitality management education, differentiating 
between the degree of specificity in terms of the hospitality industry specific of 
the course and the general management content. Samples of the curricula 
were obtained from the two institutions' prospectus and student's manual that 
includes the course content, modules and duration of study. From the course 
content and modules, the subject areas were determined. 
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7.7.1 Sample size 
In determining the population, the study initially intended to employ focus group 
method. According to Tersine and Riggs (1976) in a focus group method, if the 
group is homogeneous, between ten and fifteen representatives should be 
sufficient to produce effective results. However, a larger number is required if 
the group is heterogeneous. Since the population was limited to educators of 
SMSSS, UniS in UK and of FHTM, UiTM in Malaysia, the focus group method 
was abandoned. 
The criteria for selecting the educators were: 
a) knowledgeable and expert in their given area, 
b) the educators direct involvement with the teaching of the modules in the 
programme, 
c) the best persons and in the position to identify and provide the relevant 
information required for the study, 
d) they are familiar with the issues and problem related to the hospitality 
industry. 
A total of 118 educators were available for the survey, 41 educators from UniS 
and 77 educators from UITM. 
7.7.2 Procedure 
The questionnaire was piloted together with the industry professional 
questionnaire for construct validity. Refer Section 7.5.2. There were two sets of 
questionnaires. One set for the educators at UiTM, Malaysia, and another set 
for the educators at UniS, UK. Self-administered questionnaires were sent 
together with cover letters explaining the objectives of the study, supporting 
letter from the supervisors, and a self-addressed stamped envelope for return 
purposes. Refer Appendix C15 to C17. 
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7.7.3 Instrument 
The questionnaires were designed for two groups of educators, at UniS and 
UiTM. The questionnaire for UniS had five (5) questions and the questionnaire 
for UITM contained six (6) questions. Both questionnaire presented the same 
questions except one extra question for UiTM regarding the initial career 
destination for diploma holders. Refer Appendix C18 and C 19. 
In the UniS set, Question 1 presented a list of 50 modules for Bachelors in 
Hotel and Catering Management and Bachelors in International Hospitality and 
Tourism Management offered at SMSSS, UniS. In the UiTM set, Question 1 
listed 36 modules for the Diploma in Hotel Management and Diploma in Food 
Service Management, and 18 modules for the Bachelors in Hotel Management 
and Bachelors in Food Service Management offered at UiTM. The modules 
were listed alphabetically without grouping it into levels or functional areas to 
avoid biases. The respondents were asked to rate the modules on a seven 
point Likert scale with 1 being `extremely speck' and 7 being `extremely 
general. ' A seven point Likert scale were employed to give more discrimination 
to the scale, since a5 point scale could reduce the degree of discrimination of 
the opinion. "Scales can have a seven point spread, if it is felt for better 
representation of range of attitudes or views. " (Black, 1999, p239) 
Question 2 asked the respondent to give a proposition of what percentage of 
the hospitality programme at HE should be allocated to generic managerial 
modules as opposed to hospitality industry specific modules. Respondents 
were asked to draw a vertical line across a diagram, which has been divided 
with percentages, to give an indication of the proportion. 
Question 3 asked the respondent to give the percentage (based on 100 
percent) of the hospitality graduate to be recruited in several positions as their 
first destination. The category of the position includes specialist areas in 
hospitality management, operation management, supervisory, operational, non- 
hospitality and furthering qualification. The same question was repeated in the 
Malaysian questionnaire asking the respondent's opinion about students 
completing their diploma at UITM. 
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Question 4 presented a table with a statement explaining that graduate trained 
in one region would likely be accepted in another. Respondents were asked to 
tick the region (s) they think would recognise and accept the graduate. 
Question 5 asked for additional comments from the respondent. 
7.7.4. Variables 
The determination of the degree of specificity and generality of the modules 
would be used to investigate: 
a) the relationship with AP, 
b) the relationship with PT, 
c) the relationship with competence (COM), and 
d) relationship with exit qualification (EXQ). 
The modules of the programmes are categorised and weighted in terms of 
percentages. For degree course, the subject area was categorised based on 
percentages among the subjects or modules in the curriculum that is specific 
vocational oriented, and business management oriented. The same method 
was applied to the diploma's curriculum. 
7.8 Industry Professionals' Survey 
The main objective of this survey was to investigate a representative view 
regarding industry required competences, employability and the recruiting 
criteria of graduates. The study utilised the questionnaire method. As a simple 
rule of thumb, to find out what people think, feel and believe, it is advisable to 
use the questionnaire or attitude scale approach. 
7.8.1 Industry Professional identification 
Representatives from the hotel industry and food service operations were 
selected from leading multinational hotel chains and food service operators that 
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operate in UK and Malaysia. They are expected to be executives responsible for 
overall management of the hotels and food service operations or in the training 
and development division. Industry professionals would be one of the best 
groups to know and understand what are the competences and criteria required 
to be effective in the business. These members are considered to have well 
formed and realistic expectations of hospitality graduates. Their views and 
expectations are vital in this study. 
7.8.2 Sample and size 
The sample population in this survey were divided into two groups. The first 
group was the industry professionals or those who were not involved in 
mentoring and training hospitality students. The second group was the mentors 
or those who were responsible in mentoring and training students during their 
(the students) professional training stage. 
Referring to the nature of the study, panels of participants were proposed from 
two regions (UK and Malaysia). The sample frame and the size were 
determined through quota sampling derived from several sources. The sample 
of the professional training mentors were extracted form the UniS SMSSS' 
industry placement database and UiTM Faculty of Hotel's industry placement 
database. The total sample size was approximately 147 establishments, 77 in 
UK and 70 in Malaysia. To ensure the validity of the results, the rules of thumb 
for research survey is 35 % responses out of the total sample size, and in order 
to minimise the problem of non-response more experts were invited. 
The sampling population for the other group were derived from several 
sources. For the UK sample frame, the HCIMA's Hospitality Yearbook 2001 
(2001) was used. All establishment listed under the UK Hotel Operators and 
UK Catering Operators were included in the survey, which accounted to 201 
establishment. For the Malaysian sample frame, the Ministry of Culture, Arts & 
Tourism (MOCAT) star-rating list (2000) and Food Service Retail Directory 
(2000) were used. Hotels rated 3 star with 100 rooms and above were included 
in the survey. There are 145 hotels that were rated 3 and above with more than 
100 rooms (MOCAT, 2000), and 35 multinational and national food service 
operators (Food Service Retail Directory, 2000). The reason for selecting the 
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sample frames was that they are the recruiters of hospitality graduates. The 
panel was than limited to the Human Resource Directors or Managers. 
7.3.3 Procedure 
Letters, together with the necessary materials, including a self-addressed 
stamped envelopes, were sent to the respondents explaining the purpose of 
the study and thanking them, in advance, for their acceptance to be a part of 
the study. At the same time, the letter mentioned about the confidentiality of 
information gathered from the study. Two weeks after the letters were mailed; a 
reminder letter and a new set of questionnaires were sent to the respondents 
who had not yet responded. Refer Appendix C20 and C21. 
Due to the constraint faced (time, location, budget) in the study, two 
approaches were employed. First, the study adopts the combine-method 
approach, utilising both questionnaire and follow-up interview methods. This 
was for the survey conducted in Malaysia. Within a limited time frame (about 80 
days), the slow responses from industry professionals and mentors were 
followed-up with telephone interviews after the usual follow-up reminder was 
made. Disadvantages arising from the mail questionnaire could be solved by 
combining it with an interview (Hashim, 2001). Second, for UK data gathering, 
the study employed the self- administered questionnaire, and was sent twice, 
after the first attempt received a very poor response. Another set of the same 
questionnaire were sent to the same participants with a letter of apology 
explaining why that particular action was taken. Refer Appendix C22. 
7.8.4 Instrument 
The study designed three sets of questionnaire for this survey. One set for 
Malaysian respondents and two sets for the UK participants. There were three 
reasons for adopting the design. Firstly, from the UniS's training placement list, 
the professional training mentors were not the same individuals involved in the 
recruitment of graduates (Smith, 2001). Therefore, a certain section of the 
research question would not be able to be answered. Second, the 
questionnaire was sent to the head or corporate office, while the students' 
professional training was carried out at establishments under their 
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management. Third, for the Malaysian survey, samples were the Human 
Resource Directors or Managers. Most of them were the same individuals who 
were responsible for recruiting, training and mentoring students undergoing 
their professional training (Raja Abdullah, 2001). 
The questionnaire designed for the Malaysian survey presented 50 questions. 
The were 24 questions for the UK's professional training mentors 
questionnaire, and 42 questions for the UK's industry professional 
questionnaire. All questionnaires started with a definition of the `employability' 
term, followed by directions on how to complete the questionnaire. 
7.8.4.1 Malaysian questionnaire 
The Malaysian industry professional questionnaire set was divided into six 
sections containing 50 questions. Refer Appendix C23. Section I was the 
qualifying section asking the respondent's past experience in training and 
recruiting hospitality students within 18 months. This was to ensure that those 
who had direct involvement with training and recruiting hospitality graduate 
would give their response, if not they should pass it to someone in the 
organisation who had. 
The qualifying questions were: 
a) respondents involved in mentoring and training hospitality students and 
new employees experience, had to complete Section Ii, 111 and V. 
b) those who were involved in recruiting and hiring new employees (hospitality 
graduates) only, need to complete Section Il, IV and V. and, 
c) individuals who do mentoring and training hospitality student's professional 
training, as well as recruiting and hiring new employees (hospitality 
graduates), had to complete all the sections. Refer Section 7.5.2.1 for pre- 
test and pilot study of the questionnaire. 
Section II relates to the respondent's involvement in training new employees, 
and students undergoing their professional training. There are eight questions 
in this section. Question 2 to 8 asked the respondent to rate the kind of 
competencies that a student or new employee (graduates) should ideally have 
acquired upon completing their education or training in universities. There were 
seven functional dimensions with each dimension having its own competence 
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statements. Seven point Liked scales were used with 1 being not at all 
essential and 7 being absolutely essential. Please refer Section 7.5. 
Question 9 asked the respondent to rank the seven functional dimensions in 
order of importance, with I being the least important and 7 the most important 
Section III investigates the respondent's opinion on the actual performance of 
the professional training students. This section consists of 7 questions. 
Question 10 to 16 repeated the seven functional dimensions and the 
competence statements asking the respondent opinion and feelings about the 
actual competencies that students have acquired upon completing their 
professional training years. This section employed the seven point Likert scales 
with 1 being strongly disagree and 7 being strongly agree. The results will be 
weighted and computed against the result of the first section to look for 
significant competencies gap. 
Section IV relates to the respondent's organisation in term of employee, basic 
starting salary, recruitment profile and their opinion on the first career 
destinations of hospitality graduates. Altogether, there were 25 questions in 
this section. Question 17 asked the respondents approximate number of 
personnel of various job levels such as specialist area, operation management, 
supervisory, and operational. The job levels was adapted from HCITB (1978) 
study and Riley (2000). 
Question 18 seeks to look for the starting salary for the four job levels currently 
practised or exercised in the industry. The salary for Malaysia questionnaire 
was designed with the Malaysian Ringgit currency (MYR) while in the UK, 
pound sterling was used. The salary levels for Malaysia are adopted from 
Salleh (1995) study and the UK salary levels adopted from Marks (1999) study. 
Question 19 and 20, requested whether the respondent had recruited 
hospitality graduates into their organisation, from national institution and foreign 
and foreign (overseas) institutions at what percentage (s). 
Question 21 and 22 listed six areas of initial career destinations, which the 
respondent expect hospitality graduates (both with degree and diploma) would 
be. The destinations were specialist area, operation management, Supervisory, 
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Operational, Non-hospitality and Further Qualification. Question 23 asked the 
respondent's preferences in recruiting hospitality graduates as opposed to non- 
hospitality graduate. Respondents were encouraged to provide reasons for 
choosing or preferring hospitality graduates. 
Question 24 to 41 attempted to identify the recruiting factors that the 
respondent took into account when recruiting in their organisation. Eighteen 
(18) criteria were listed, and a seven-point scale was used with 1 being not at 
all essential and 7 being absolutely essential. The criteria were adapted from 
Sneed and Heiman (1995) study. The gender and fellow alumnus criteria were 
added to the initial 16 criteria and were piloted. The pilot study accepted the 
criteria listed with a few that needed rewording. The professionals were asked 
to establish an importance rating of the criteria. 
SECTION V seeks the respondent's opinion on the importance of hospitality 
programme. Four questions were presented in this section. Question 42 asked 
the respondent to give a proposition of what percentage of the hospitality 
programme at HE should be allocated to generic managerial modules as 
opposed to hospitality industry specific modules. Respondent were asked to 
draw a vertical line across a diagram which has been divided with percentages, 
to give an indication of the proposition, 
Question 43 presented a table with a statement explaining that graduate 
trained in one region would likely be accepted in another. Respondents were 
asked to tick the region (s) they think would recognise and accept the graduate. 
Question 44 asked the respondents' opinion on further changes to be made in 
the existing labour situation in the industry with regards to the provision of 
education. Five statements were given and the respondents were permitted to 
tick more than one. The five statements were adapted from Soh's (1996) study. 
The statements were: Establishment of more vocational institutes; Expansion of 
current hospitality programmes; Improvement of the course structure; Better 
education-industry relations/partnerships; and No change. Question 45 asked 
for further comment. 
SECTION VI contained five questions regarding the demographic background 
of the respondents and organisation. Question 46 requested the respondent's 
job title and department. Question 47 solicited the respondent's position in the 
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organisation. Question 48 enquired about the highest level of education that the 
respondent had achieved and the graduating institution. 
Question 49 seeks to know the respondent's organisation type, business 
category, size of operation and annual revenue. Question 50 looked for the 
respondent's business location. The list of location for Malaysia was adapted 
from Salleh (1995) study. At the end of every section a reminder to the 
respondent about the qualifying status and which section they should proceed 
and complete. 
7.8.4.2 UK's Mentors' Questionnaire 
In this questionnaire, there were three sections containing 25 questions. Refer 
Appendix C24. Section I was the qualifying section, in which Question 1 asked 
the respondent past experience in training and recruiting hospitality students 
within 18 month. This was to ensure that those who has direct involvement with 
training and recruiting hospitality graduates would give their response, if not 
they should passed it to someone in the organisation who had. 
Question 2 to 9 repeated the same questions as Question 2 to 9 in the 
Malaysia questionnaire regarding the respondent expectation on the graduate's 
competences. 
In Section f!, Question 10 to 16 repeated the same questions as Question 10 to 
16 eliciting the actual perception of the graduate's competences. 
Question 17 asked the respondent to give a proposition of what percentage of 
the a hospitality programme at HE should be allocated to generic managerial 
modules as opposed to hospitality industry specific modules, as in Question 42 
of Malaysian Questionnaire. 
Question 18 presented the table with the statement explaining that graduate 
trained in one region would likely be accepted in another. This was the same as 
Question 43 in Malaysian questionnaire. 
Question 19 listed the six areas of initial career destinations, which the 
respondent expects hospitality graduates (both with degree and diploma) would 
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be accepted into. The destinations were the specialist area, operation 
management, Supervisory, Operational, Non-hospitality and Further 
Qualification. Question 20 asked the respondent's if they had any comments. 
SECTION III contained five questions regarding the demographic background 
of the respondents and organisation. Question 21 requested the respondent's 
job title and department. Question 22 solicited the respondent's position in the 
organisation. 
Question 23 enquired the highest level of education that the respondent had 
achieved and the graduating institution. 
Question 24 seeks to know the respondent's organisation type, business 
category, size of operation and annual revenue. Question 25 look for the 
respondent's business location. The list of location for UK was adapted from 
the HCITB (1975). 
7.8.4.3 UK's Industry Professionals' Questionnaire 
The UK's Industry Professional questionnaire was divided into four sections 
containing 42 questions. Refer Appendix C25. Similar to the Mentor's 
questionnaire Section I was the qualifying section in which Question 1 asking 
the respondent past experience in training and recruiting hospitality students 
within 18 month. This was to ensure that those who has direct involvement with 
training and recruiting hospitality graduate would give their response, if not they 
should passed it to someone in the organisation who had. 
Question 2 to 9 repeated the same questions as Question 2 to 9 in the 
Malaysia questionnaire regarding the respondent expectation on the graduate's 
competences. 
Section II were the section asking respondent's in term of employee, basic 
starting salary, recruitment profile and their opinion on the first career 
destinations of hospitality graduates. As in the earlier questionnaire, there 
were 24 questions in this section. Question 10 asked the respondents 
approximate number of personnel of various job levels such as specialist area, 
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operation management, supervisory, and operational. The job levels was 
adapted from HCITB (1975) study and Riley (2000). 
Question 11 seeks to look for the starting salary for the four job levels currently 
practised or exercised in the industry. UK salary levels were based from the 
data gathered from UniS's Career Office (Paxton, 2000). 
Question 12 and 13, requested whether the respondent had recruited 
hospitality graduates into their organisation, from national institution and foreign 
and foreign (overseas) institutions at what percentage (s). 
Question 14 listed the six areas of initial career destinations, which the 
respondent expect hospitality graduates (both with degree and diploma) would 
be. The destinations were specialist area, operation management, Supervisory, 
Operational, Non-hospitality and Further Qualification. 
Question 15 asked the respondent's preferences in recruiting hospitality 
graduates as opposed to non-hospitality graduate. Respondents were 
encouraged to provide reasons for choosing or preferring hospitality graduates. 
Question 16 to 33 were the identification of the recruiting factor that the 
respondents thought were important when recruiting graduates. The eighteen 
(18) criteria measured at a seven-point scale were maintained 
SECTION III seeks the respondent's opinion on the importance of hospitality 
programme. Four questions were presented in this section. Question 34 asked 
the respondent to give a proposition of what percentage of the hospitality 
programme at HE should be allocated to generic managerial modules as 
opposed to hospitality industry specific modules. 
Question 35 presented the table with the statement explaining that graduate 
trained in one region would likely be accepted in another. 
Question 36 asked the respondents' opinion further changes to be made in the 
existing labour situation the industry with regards to the provision of education. 
The five adapted from Soh's (1996) study were maintained, and Question 37 
asked for further comment. 
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SECTION IV contained the five questions regarding the demographic 
background of the respondents and organisation. Question 38 requested the 
respondent's job title and department. Question 39 solicited the respondent's 
position in the organisation. 
Question 40 enquired the highest level of education that the respondent had 
achieved and the graduating institution. 
Question 41 seeks to know the respondent's organisation type, business 
category, size of operation and annual revenue. Question 42 look for the 
respondent's business location. 
7.8.4.4 Other Variables 
The determination of the competences (COM), recruiting criteria, job (JOB) 
levels and salary (SAL) levels would test the validity of the hypotheses that high 
scores at EQ would lead to a high academic performance (AP), enhance the 
competences (COM), resulting in excellent EXQ measured by DG; thus, 
promising a good Job (JOB) with a rewarding Salary (SAL). 
Competences (COM) 
The identification of the competences was discussed in Section 7.5.2.1, earlier 
in this chapter. The study adapted Zeithaml et al's (1990) study, in measuring 
the gap of the competences between the expectation of the industry 
professional, and the actual performance of the students at the end of their 
training stage. The degree of significance of the gap would help answer the 
question, had graduates actually acquired the competences required by 
industry upon entry to employment. 
Recruiting Criteria 
The list of criteria was adopted from Sneed and Heiman's (1995) study. The 
determination of these criteria would be correlated with the competences and 
job levels to look for any significance in the relationship 
169 
Chapter 7: Research Methodology 
Level of Job (JOB) and Salary (SAL) 
To set up the parameter of the identification process, it is logical to identify the 
level of job of an entry-level manager. The list of various level of job for this 
study is adapted from HCITB (1975), Riley (2000) and Kyoo (2000) studies, 
expanded to suit the current environment. In the pilot study, the panel members 
were provided with a list describing the level of jobs and allow the panels to add 
any additional comments that considered relevant on the existing labour 
situation. 
7.8.5 Data Analysis 
To understand the pattern that runs through the competences and recruiting 
criteria is using models in measuring the relationships between the 
independent variables and the dependent variable. Fielding and Gilbert (2000, 
p10) stated that "a model is like a theory in that it proposes relationships 
between concepts. " Constructing models followed by regression analysis 
would be important and theoretically interesting. Statistical models expressed in 
mathematical form could define relationships quite precisely [Fielding & Gilbert, 
2000] Models of the social world could be developed and tested to describe 
and understand social relationships. At this instance, structural equation 
modelling would be invaluable. 
The study initially intended to use structural equation modelling (SEM) or 
multiple-latent-variables models (Loehlin, 1998) in analysing the data. This is 
so because SEM has become a basic tool in the research repertoire of the 
social scientist especially when one has to deal with the complex real-life 
phenomena in sociology, political sciences, social, educational, clinical, 
personality, and marketing researches (Loehlin, 1998; van de Vijver & Leung, 
1997; Jobert, 1996). SEM has not yet been applied widely in tourism and 
hospitality discipline (Reisinger & Turner, 1999; Testa, 2000) on the impression 
that the concept of SEM is difficult and has non-user-friendly computer manuals 
(Reisinger & Turner, 1999). 
SEM explains the pattern of a series of inter-related dependence relationships 
simultaneously between a set of latent (unobserved) constructs, each 
measured by one or more manifest (observed) variables (Maruyama, 1998). 
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SEM which includes confirmatory and path analysis (van de Vijver & Leung, 
1997) could be used to estimate variance and covariance, test hypotheses, 
conventional linear regression, and factor analysis. In complex analysis 
frameworks, SEM is preferable to conventional statistical methods, for example 
where a multiple regression is required to test for several dependent variables 
from the same set of independent variable simultaneously, it is possible for one 
dependent variable to simultaneously cause another (Maruyama, 1998; 
Reisinger & Turner, 1999). 
The study being cross-national in nature, employed SEM method as a possible 
confirmatory analysis after performing the conventional statistical methods in 
order to determine a higher degree of reliability in deriving inferences and 
decisions. According to van de Vijver and Leung (1997), confirmatory factor 
analysis of SEM had an advantage in which a wide variety of hypotheses of 
cross-cultural similarities and differences could be tested. The application of 
path analysis, would allow the study of the direct and indirect effect (van de 
Vijver & Leung, 1997) of Entry qualification (EQ) on academic performance 
(AP), exit qualification (EXQ), competences (COM), job (JOB) and salary 
(SAL). Unfortunately the test using SEM did not materialised because of: (1) 
the difficulty in obtaining the suitable SEM software, and (2) due to the 
complexity of the nature of the data collected. Thus, the Pearson Correlation 
and regression analysis statistical testing were utilised in its place. 
7.9 Validity of the Research Instrument 
Validity deals with the appropriateness of the instrument to measure what needs 
to be measured. The credibility of the evaluation will be deeply affected by the 
perceived validity of the measures. The instrument for research was identified 
after an extensive review of relevant literature. For the construct and content 
validity procedure, the panel members act as judges. They were given the list 
and asked to read, and respond by indicating the degree of importance of the 
questionnaire dimensions and categories (functional dimension and competence 
statements) particularly as to whether the questionnaire was adequate in terms 
of specificity and coverage. 
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7.9.1 Missing Data 
In Behavioural research, the problem of missing data is unavoidable. The 
problem occurred when respondents failed to answer a question. This could 
happen either intentionally or unintentionally. The problem of missing data can 
be addressed from several different approaches. Conventionally, the missing 
data is ignored. However, it is claimed that this approach could lead to biased 
estimates (Sande, 1982). 
A better alternative is to substitute the mean value of the sample responses in 
the place of the missing data value. This approach is quite effective when the 
correlations of the explanatory variables are relatively weak. In this relation, the 
study assigned -9 as intentional missing data and 99 as unintentional missing 
data. 
7.10 Summary 
This research project utilises educators and industry professionals in hospitality 
industry the survey. They are the experts and knowledgeable persons of whom 
the opinions about the hospitality industry were important and relevant. 
The survey methods employed in the study at gathering all the necessary 
information required the formation of the basis for further investigation. The 
results and suggestions, which would be reviewed and analysed could provide 
valuable information in developing and predicting the employability of the 
hospitality graduates. 
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CHAPTER 8 
DATA ANALYSIS AND DATA PRESENTATION 
8.1 Introduction 
The purpose of this chapter is to present the findings of the three strands of 
surveys (Students' Data Collection, Educators' survey, and Industry 
Professionals' Survey). As mentioned in the previous chapter, the aim of this 
research is to investigate the possible relationships between entry qualification, 
academic performance, nature of curricula, professional training, competences, 
exit qualification, and employability of hospitality graduates. 
To achieve this, the empirical data gathered for analysis involved three areas. 
First, the research envisaged that entry qualifications, academic performance, 
professional training and exit qualification would be important variables in the 
academic- employability path of graduates. Second, the nature of curricula 
would be the predictive variable in the enhancement of employability 
characteristics. Finally, the competence statements (categorised under the 
various functional dimensions) and recruiting criteria, that industry professionals 
consider important for employability of hospitality graduates, were also to be 
considered. 
The identification of these areas is thought to be vital information for hospitality 
education in nurturing well-rounded, well-trained and employable graduates. 
The findings of the data in this chapter will not be directly related to the 
objectives, however, in the next chapter (Chapter 9) the findings and the 
objectives will be integrated and fully discussed. 
The sequence in which the finding are presented is as follows: 
* University of Surrey (UniS). (8.2) 
* Universiti Teknologi MARA (UiTM). (8.3) 
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* Educators' Survey. (8.4) 
* Industry Survey. (8.5) 
The aim is to look at the data in a quantitative way then to bring in some of the 
qualitative information. As a result of analysis the research highlighted the group 
of graduates (in the case of UniS' graduates) who had undergone professional 
training and who did not, during their course. Both groups were given the same 
analysis as categorical data with parametric variances. 
8.2 University of Surrey 
It was postulated that academic performance, professional training and 
competences would be important variables in the employability of the graduates. 
To this end the methodology separated UniS' graduates with two groups which 
were professional training group, that had undergone one year training in the 
industry during their coursework, and the non-professional training group which 
has no training during the coursework, but might have had industry related 
experience prior to their enrolment into the university. The finding is important to 
the study because it forms the basis of the two sample comparative research 
between professional training (PT) group and non PT group. 
Eligible subjects were students on the Bachelor (Hons) Hotel and Catering 
Management (BHCM), and Bachelors (Hons. ) International Hospitality and 
Tourism Management (BIHTM) programmes at University of Surrey (UNS), who 
graduated between the year 1999 and 2001 inclusive. Three hundred and forty- 
five students graduated and were eligible for inclusion in the study. 
Given in Table 8.1 is a summary of the demographic factors of the UniS 
samples. The factors include age, gender, nationality and type of programmes. 
The summary was listed according to year of enrolment and overall total using 
frequencies and percentages. The data was than treated using Pearson chi- 
square test to look for statistical differences of possible relationships between the 
factors. Pearson chi-square was used since it is the best measurement for 
categorical and non-parametric type data (Bryman and Crammer, 1999). 
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More than half of the sample enrolled at UniS were of normal entry age (18 and 
19 years). Between 1995,1996 and 1997, the figure for 1996 was the highest 
among the three years, which is close to two-thirds at 64.5%. Pearson chi- 
square test read at . 331 indicating that 
the difference was not statistically 
significant. 
Females dominated the sample population by more than half. Again, among the 
three years, 1996 and 1997, female statistics reached more than two thirds of 
the total at 67.3% and 68.8% respectively. The Pearson chi-square revealed that 
there was no significant difference among the gender, at . 503. 
Table 8.1 which covers the 3 years 1995-1997 shows that total enrolment of UK 
nationality was 44.6 percent compared to 55 percent of foreign students (EU and 
others combined). However, looking at individual years, UK students' enrolment 
in 1997 went up to 55.2% from 40.9% in 1995 and from 36.4% in 1996. 
Correspondingly EU and other overseas student recruitment fell in 1997 after an 
increase in 1996. Overseas enrolment experienced a continuous drop each year. 
Pearson chi-square exhibits a significant statistical difference among the 
nationality sample reading at . 008. The course 
frequency data in the final two 
rows was not the reflection of total number of enrolments, but relates to total 
number graduating each year. 
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8.2.1 Entry Qualification 
Reporting of the findings for the entry qualifications was based on all students' 
entry qualification, not by courses or years. The reason was that, majority of the 
BHCM graduates enter with GCE A-level or HND or AGNVQ qualification. 
While the majority of the BIHTM graduates entered with international 
qualifications. Therefore, any sample in the group entered with other than the 
mentioned qualification would have little effect, and presenting it would be 
relatively unimportant. 
Table 8.2: Entry Qualifications of UniS samples. 
More than half of the sample entered with international entry qualifications (Table 
8.2), and this was reflected by the figure for nationality where EU sample and 
other country samples were combined (Table 8.1). Pearson chi-square shows a 
significant difference of . 005, reflecting obviously that the majority of students 
that were admitted into the programme at UniS hold A-Level and international 
qualifications. 
Entry Qualification Point (EQ). 
As discussed earlier (in Chapter 2& 7), the variety of entry qualifications 
gathered from the students' databases need to be treated under a common 
scale (Kerckhoff and Dylan, 1999). Thus, the study adopted the UCAS point 
system (UCAS, 1999; Stubbs, 1998) by assigning numerical values to the entry 
qualification grades in order to operationalize the points system (Refer Table 
7.2 for conversion table and calculation). 
Table 8.3 illustrated the mean and the standard deviation of the entry 
qualification point obtained from all students sample at UniS during 1995 to 
1997. The minimum point was 14 and the maximum was 30 with a mean of 
21.83 at a standard deviation of 3.860. 
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Table 8.3: UniS EQ Mean (All Students) - 1995 to 1996 
N Min Max Mean Std. Dev. 
Entry Qualification Point 345 14 30 21.83 3.860 
The EQ mean presented in Table 8.4 shows that in 1995, the mean was higher 
at 23.00 with a standard deviation of 3.971, and Anova is . 000. (Refer Appendix 
D1) Listed by programme in Table 8.5, BIHTM had a mean of 22.92 with 
standard deviation of 3.775 while BHCM's mean was 20.59 and standard 
deviation was 3.482. The differences in EQ means between the years were 
significant. Table 8.6 exhibits the mean by year and individual programme. In 
1995 BIHTM had the highest mean at 24.51. The highest mean for BHCM was 
in 1996 at 22.29. T test for equality of means for the programmes based on the 
consecutive years show that there are significant differences in entry 
qualification point within years and programmes. The data suggest that those 
enrolled in UniS had scores that range between 19 to 27 which was equal to or 
above the threshold point (18 points). However, again it should be reiterated 
that the majority of the BHCM samples hold A-Levels while the BIHTM's hold 
international qualifications. It was assumed that students with low EQ (14 
points) could have been admitted with some other form of credentials besides 
the ordinary A-Level scores or international qualification. 
Table 8.4: UniS EQ Mean (All Students) - By Year 
Enrol year N Min Max Mean Std. Dev. Anova* 
1995 110 14 30 23.00 3.971 . 000 
1996 110 14 28 21.18 3.805 
1997 125 14 30 21.37 3.596 
*Refer Appendix Dl 
Table 8.5: UniS EQ Mean- By Course 
Title of Course N Min Max Mean Std. Dev. T test* 
BHCM 
BIHTM 
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183 
14 
14 
30 
30 
20.59 
22.92 
3.582 
3.775 
. 000 
*Refer Appendix D2 
There is a significant difference for EQ mean between year by course for 
BIHTM. Anova test in Table 8.7 reads . 000. 
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Table 8.6: UniS EQ Mean - By Year & Course 
Enrol year Title of Course N Min Max Mean Std. Dev. T test* 
1995 BHCM 51 14 28 21.25 3.941 
. 000 
BIHTM 59 16 30 24.51 3.355 
1996 BHCM 47 14 26 19.70 3.635 . 000 
BIHTM 63 18 28 22.29 3.572 
1997 BHCM 64 14 30 20.72 3.134 . 038 
BIHTM 61 14 28 22.05 3.935 
*Refer Appendix D3 
Table 8.7: EQ Mean Between Year By Course - Anova 
Sum of Squares Df Mean2 F Sig. 
BHCM Between 60.658 2 30.329 2.406 . 093 Within 2004.454 159 12.607 
Total 2065.111 161 
BIHTM Between 220.474 2 110.237 8.364 . 000 Within 2372.455 180 13.180 
Total 2592.929 182 
8.2.2 Academic Performance (AP) and Professional Training (PT) 
The presentation of the findings for the UniS samples academic performance 
and professional training will be in the following manner: 
(i) Overall performance of all students in three years for the two courses. 
(ii) Overall performance of all students in each year. 
(iii) Overall course performance, also reflecting the performance of students 
undergoing professional training and those that did not. 
(iv) Course performance in each year. 
In the individual course performance analysis, the study omitted a few sample 
cases for the following reasons; 
(i) Cases not undergoing professional training in BHCM course were only 
4% (Ratio 6: 162). The number was relatively small and the omission 
will have no significant effect on the results. 
(ii) In BIHTM course, cases undergoing professional training were 23. 
These cases were also dropped since it was 13% from the total BIHTM 
sample (n=183). Using the "rule of thumb", it is accepted to replace or 
178 
Chapter 8: Data Analysis and Data Presentation 
omit up to 15% of the data by mean of distribution with little damages to 
the resulting outcomes (George, 2000). 
The overall performance for all students (1995-1997 cohorts) is presented in 
Figure 8.1. The graph reflected an upward slope. The mean scores were in the 
range of 56.0 and 60.0. The scores at Level 1 were 56.1, increased to 57.5 at 
Level 2.1 before dropping slightly to 57.1 during the professional stage (PSTA) 
level. The mean then rocketed to 59.6 before skidding to 57.5 at Level 3. It is 
important to highlight that the mean score for PSTA was based on a total 
sample of 179 only. As mentioned earlier, the majority of the BIHTM sample did 
not undergo PSTA. 
Figure 8.1: Overall All Students Performance (UniS Degrees) 1995-1997 
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Figure 8.2 illustrates the overall performance of the students looking at each 
cohort's year. Performance of the 1995 cohort started in the range between 
cohort 1996 and 1997 at 56.1. The upward increase in performance continues 
to Level 2.1 then to PSTA level. The performance drops at Level 2.2 but rises 
again at Level 3. Cohort 1996 started lower than the other cohorts and 
increases gradually at Level 2.1, PSTA and Level 2.2 but dropped at Level 3. 
Cohort 1997, had the highest Level 1 scores, increases at Level 2.1, dropped 
during PSTA, "bounced back" at Level 2.2 but fell at Level 3. As a whole, the 
overall three year's performance experienced an upward slope. However, while 
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1995 experienced an increase in performance at Level 3, the other two had a 
drop in the performance. 
Figure 8.2: All Students' Performance (UniS Degrees) - By Year 
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N 90 109 52 110 110 
1996 54.5 55.7 57.5 59.9 57.2 
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N 101 109 53 110 110 
1997 58.0 59.7 56.8 62.2 57.7 
SD 6.30 7.20 11.06 7.02 6.50 
N 115 125 74 125 125 
Further treatment on the data using analysis of variance (ANOVA) to look for 
significant difference in performance of the levels between years, and Table 8.8 
presented the result. There were significant differences among the years for 
Level 1 (. 001), Level 2.1 (. 000), and Level 2.2 (. 000). There was no significant 
difference in PSTA and in Level 3. The possibility for such occurrence in the 
performance might be the result of: 
1. Modules offered had changed and were different. 
2. Ways of assessment being upgraded or updated 
3. Degree of difficulty at level 3, which emphasize more on intellectual 
analytical ability and 
4. Some level 3 modules have double credit (20) compared to the other levels. 
5. Professional Stage level marks was solely for the PT report and evaluation. 
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Table 8.8: UniS Degrees Academic Performance (1995-1997) - Anova 
Sum of Squares df Mean' F Sig. 
Level1 Between 659.380 2 329.690 7.418 
. 001 
Within 13466.026 303 44.442 
Total 14125.406 305 
Level 2.1 Between 1046.035 2 523.017 12.453 
. 000 
Within 14280.153 340 42.000 
Total 15326.187 342 
PSTA Between 13.582 2 6.791 0.076 . 926 
Within 15635.714 176 88.839 
Total 15649.296 178 
Level 2.2 Between 1918.489 2 959.245 15.929 . 000 
Within 20595.002 342 60.219 
Total 22513.492 344 
Leve13 Between 21.569 2 10.785 0.267 . 766 
Within 13830.046 342 40.439 
Total 13851.615 344 
Figure 8.3: BHCM Course Performance - (1995-1997) 
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Figure 8.3 exhibits the overall performance of the BHCM sample. The 
performance shows an upward slope from 55.9 in Level 1 to 57.0 in Level 2 
then increased to 57.9 at PSTA. There was a jump after PSTA to Level 2.2 
(61.1), then dropped at Level 3 at 59.5. 
Showed in Figure 8.4 is the course performance for BHCM in three years. The 
slope resembled the upward slope as the UniS overall three years 
performance. Cohort 1995's performance started at 55.6 increase steadily in 
Level 2.1 and PSTA before dropping at Level 2.2 but rose back in Level 3. 
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Meanwhile, 1996 cohort shows an upward performance, from the lowest 
among the three at Level 1, before it climbed in Level 2.1 and PSTA. After 
PSTA the performance mean rocketed 8.1 point up at Level 2.2. However, it 
descended at Level 3. Year 1995 performance was moderate, 1996 
performance was high despite a low start and 1997 performance was also 
moderate but had an increase after PSTA compared to 1995. What the graph is 
telling was that, professional training had an impact on the performance of 
students in the preceding level, either positive of negative impact. 
Figure 8.4: BHCM Course Performance - By Year 
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Level 
Level I Level 2.1 PSTA Level 2.2 Level 3 
1995 55.6 56.5 57.5 56.5 58.9 
SD 5.70 5.57 8.81 6.99 6.09 
N 45 46 47 47 47 
1996 53.2 55.9 57.3 65.2 59.2 
SD 6.80 5.02 7.68 7.93 5.07 
N 45 46 46 46 46 
1997 58.3 58.1 58.7 61.6 60.3 
SD 5.76 6.65 7.79 7.28 5.69 
N 62 63 63 63 63 
Using analysis of variance (ANOVA), there were significant differences in the 
performance between years for BHCM, especially at Level 1 and Level 2.2. No 
significant difference was found at Level 2.1, PSTA and Level 3 (Table 8.9). 
In Figure 8.5, BIHTM had a concave type performance slope starting at 56.3 in 
Level 1 to 57.9 at Level 2.1, maintained at 57.8 in Level 2.2 but dropped to 55.4 
at Level 3. 
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Table 8.9: BHCM Performance - Anova 
Sum of Squares Df Mean2 F Sig. 
Level1 Between 694.33 2 347.17 9.630 . 000 
Within 5443.81 151 36.05 
Total 6138.15 153 
Level 2.1 Between 118.40 2 59.20 1.595 . 206 
Within 5828.61 157 37.12 
Total 5947.00 159 
PSTA Between 67.34 2 33.67 0.508 . 603 
Within 10144.21 153 66.30 
Total 10211.56 155 
Level 2.2 Between 1863.44 2 931.72 16.592 . 000 
Within 8928.34 159 56.15 
Total 10791.77 161 
Leve13 Between 52.87 2 26.44 0.819 . 443 
Within 5133.30 159 32.28 
Total 5186.18 161 
Figure 8.5: BIHTM Course Performance (1995-1997) 
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Figure 8.6: BIHTM Course Performance - By Year 
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The academic performance of BIHTM is illustrated in Figure 8.6. The 1995 and 
1996 performance were almost identical to each other. Both years experienced 
an increase in performance level at Level 2.1, dropped at Level 2.2 then slightly 
increased during the final year. Cohort 1995's average mean score was higher 
than those in 1996. Comparatively, cohort 1997 performance showed a 
tremendous increase from 57.6 at Level 1 to 62.7 in Level 2.1, experienced a 
slight increased at Level 2.2 (62.9) but then dropped far below those of year 
1995 and 1996 at Level 3 (54.6). Below are some of the factors that might have 
had an influence in the BIHTM performance: 
1. Majority of the students were from overseas (non-UK nationality) 
2. Some gained special entry (direct entry to second year) 
3. Degree work at Level 3 as demanding 
4. Linguistic level still having an effect to level 3. 
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Table 8.10: BIHTM Performance - Anova 
Sum of Squares Df Mean' F Sig. 
Level I Between 112.04 2 56.02 1.064 
. 348 
Within 7847.89 149 52.67 
Total 7959.93 151 
Level 2.1 Between 1233.49 2 616.75 13.662 
. 000 
Within 8125.86 180 45.14 
Total 9359.35 182 
Level 2.2 Between 1763.28 2 881.64 17.298 . 000 
Within 9174.04 180 50.97 
Total 10937.32 182 
Leve13 Between 65.31 2 32.65 0.816 . 444 
Within 7203.46 180 40.02 
Total 7268.77 182 
Using analysis of variance (ANOVA), there were significant differences in the 
performance between years for BIHTM, especially at Level 2.1 and Level 2.2. 
No significant difference found at Level 1, and Level 3 (Table 8.10). 
Table 8.11: UniS Degrees Performance Between Programme T-Test 
Levene's Test for 
Equality of t-test for Equality of Means 
variances 
Sig. Mean SE 95% Cl 
F Sig T Df (2-tailed) Diff. Diff. Lower Upper 
Levell EVA 1.268 . 261 -. 768 304 . 443 -. 60 . 78 -2.13 . 93 
EVnA -. 767 297.425 . 444 -. 60 . 78 -2.13 . 94 
Level2.1 EVA 1.312 . 253 -. 665 341 . 507 -. 482 . 725 -1.908 . 944 
EVnA -. 672 340.797 . 502 -. 482 . 717 -1.893 . 929 
PSTA EVA 4.050 . 046 2.965 177 . 003 6.08 2.05 2.03 10.12 
EVnA 1.951 24.040 . 063 6.08 3.12 -. 35 12.51 
Level2.2 EVA . 448 . 504 3.519 343 . 000 3.021 . 859 1.332 
4.710 
EVnA 3.507 332.627 . 001 3.021 . 861 1.327 4.716 
Leve13 EVA 1.993 . 159 6.202 343 . 000 
4.032 . 650 2.753 5.310 
EVnA 6.243 342.926 . 000 4.032 . 646 2.761 5.302 
EVA- Equal vanance assumes 5t - 5tanaara Error 
EVnA - Equal variance not assumed Cl - Confidence Interval 
In summary, there is a significant difference between programme at UniS at 
Level 2.2 and Level 3. T-test fir, equality of means show . 000 at 
both levels 
(Table 8.11). 
8.2.3 Exit Qualification (EXQ) 
The study uses degree class attainment as a measurement for EXQ variable. 
This is reflected in Table 8.12 and Table 8.13. 
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Table 8.12: Degree Class Attainment 
1995" x? 110 1996 n 110 1997 n" 125"' Total n=345 chi' 
Freq. Freq % Freq. %_ Freq 11/,, 
e Class . 
;1 ?8 2 18 6 10 48ý 2 '9 142 . . . Second 47 '. 7 48 w43.6 54 43 2 149, 43 2 . , . Second 57 51.8. 48 43.6 60 48.0 165 47.8. 
1 -. 0: 9 9 8., 2 4 3 2 14 1, 4 . . 3 2.7 Kß 3 2 1 08 7 20 
. ,, JI: 
Graduates who earned first class in total during graduation were low compared 
to those graduated with upper second class and lower second class. It was 2.9 
percent (overall) and 1997 has the highest number (n=5). Eighty percent of the 
sample graduated with upper second and lower second class combined. Table 
8.12 exhibited that 42.7% of the 1995 cohort graduated with upper second, 
43.6% in 1996, and 43.2% in 1997. The figure was relatively constant, and the 
chi-square test disclosed that there was no significant difference between the 
years (. 142). 
Table 8.13: Degree Class Attainment-By course and year 
In Table 8.13, both BHCM and BIHTM had the same number (n=5) that 
graduated with first class in the overall. For BHCM 94 graduated with upper 
second class, 56 with lower second, 4 had third class and 3 just a pass. BIHTM 
had 55 graduated with upper second, 109 with lower second, 10 had third class 
and 4 had a pass. Comparatively, BHCM had 58 % graduated with upper 
second, almost doubled than BIHTM, which was only at 30 %. Thus, BHCM 
performance was better than BIHTM. 
186 
Chapter 8: Data Analysis and Data Presentation 
8.2.4 Job (JOB) and Salary (SAL) 
Table 8.14: First destination gob. 
Table 8.15: UniS First destination job - by programme 
The study was able to gather 44% of the data concerning first job destination. 
(See Table 8.14) Unfortunately 56% fall under the unknown category. This was 
due to the fact that majority of the overseas graduate in the sample did not report 
their where about and their first job or salary. However, even though the first job 
destination data was low, in total 37% of the samples has job in supervisory and 
operation management level. The highest was from 1995 cohort with 35%, 
followed by 1997 cohort at 34% and 1996 cohort at 30 %. Other destinations was 
study or self employed 5.8 % in total, working at operational level 3.5 percent 
and only 1 percent into specialist level. 
Table 8.15 illustrates the first destination by programme. It reminded that the 
majority of the BIHTM graduate did not inform their first destination job thus, it is 
not wise to make a comparison between the two programmes. However, the 
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data shows that overseas graduate had the tendency to further their study. The 
figure shows that graduates that hold degree qualification were able to get jobs 
in the appropriate level. 
The salary data (Table 8.16) was not very well distributed and there was no 
significant relationship presence. Majority of the sample are paid in range of 
GBP12,000 to GBP18,000. A few in the range above GBP18,000 and none fall 
below GBP10,000. Pearson chi-square for the salary within years is . 157, which 
is not significant. 
Table 8.16: First destination salary 
8.2.5 Statistical Test for Model Fit 
The study tried to establish a performance model. In order to test for model fit, 
two types of statistical test (i) Pearson Correlation Matrix and (ii) linear 
regression were performed to look at the relationship between six variables that 
lies in academic - employability path. The variables were Entry Qualification 
Point (EQ), Academic Performance (AP) - measured at each academic levels 
(L1, L2.1, Professional Stage (PSTA), L2.2, and L3), Exit Qualification (EXQ) 
measured at degree class (DC), Job (JOB) and Salary (SAL). 
Pearson Correlation matrix 
The correlation matrix of the nine variables investigated in this study is shown 
in Table 8.17. As can be seen, five of the variables are correlated over . 500. 
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The correlation among Level 1, Level 2.1, Professional Stage, Level 2.2, Level 
3, and Degree Class were greater than 5. 
The results of the Pearson correlation matrix suggested that students who 
started with good entry qualification might consequently perform well. The 
matrix revealed that UniS sample entry qualification only correlate with Level 
2.1. This might be the reflection of the direct entry status for international and 
mature students. 
Table 8.17: Pearson Correlation Matrix UniS - All Students 
EQ LI L2.1 PSTA L2.2 L3 DC Job Salary 
EQ 1.000 
N 345 
L1 . 077 1.000 
N 307 307 
L2.1 : '145*" '552** 1.000 
N 345 307 345 
PSTA -. 080 436 * 307** 1.000 
N 179 176 179 179 
L2.2 -. 019 547** '486** ; 508** 1.000 
N 345 307 345 179 345 
L3 -. 013 381 : 671 ** 1.000 
N 345 307 345 179 345 345 
DC . 063 . 
568*w 441 623*" . 
728* 848*' 1.000 
N 345 307 345 179 345 345 345 
Job -. 150 . 113 -. 
106 : 190` . 138 . 116 
1.000 
N 151 136 151 100 151 151 151 151 
Salary . 134 . 139 . 
105 . 170 . 076 . 
058 . 045 . 221 
1.000 
N 49 47 49 49 44 49 49 49 49 
**Correlation significant at U. Ullevel (2-taile(l) 
*Correlation significant at 0.051evel (2-tailed) 
Key: LI : Level I 
L21 : Level 2 before Professional Training 
L22 : Level 2 after Professional Training 
L3 : Level 3 or Final Year 
PSTA: Professional Training Stage 
DC : Degree Class 
EQ : Entry Qualification 
Job : First Job Destination Level 
Salary: First Destination Salary Level 
From Table 8.18,8.19 and Table 8.20, the correlations among the variables 
were basically similar. L1, L2.1, PSTA, L2.2, L3 and DC were highly correlated 
between each other. The model was true that as students move into higher 
academic level, their performance would increase. 
In Table 8.18, there is a low significant correlation between EQ and JOB, L3 
and JOB, and DC and JOB. In Table 8.19, there were correlation between EQ 
and L1, and EQP and L2.1. Again in Table 8.20, there was a correlation 
between EQ and L2.1 and a negative correlation between PSTA and JOB. 
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From the three tables, there is evidence that entry qualification does not have 
relationship with academic performance. 
Table 8.18: Pearson Correlation All Students - 1995 
EQ LI L2.1 PSTA L2.2 L3 DC Job Salary 
EQ 1.000 
n 110 
L1 -. 023 1.000 
n 90 90 
L2.1 . 088 . 
768" 1.000 
8n 109 90 109 
PSTA -. 023 : 435** : 509** 1.000 
n 52 50 51 52 
L2.2 . 086 673'* 
: 743'* . 568x* 1.000 
n 110 90 109 52 110 
L3 -. 180 615'. *; 634** : 560** 748 * 1.000 
n 110 90 109 52 110 110 
DC -. 068 634*' : 662** 633** 753`* 857 * 1.000 
n 110 90 109 52 110 110 110 
Job = 305* . 217 . 147 . 038 . 154 
321_" 26.1* 1.000 
n 59 50 59 32 59 59 59 59 
Salary . 029 . 140 -. 045 -. 
008 -. 116 -. 091 -. 099 . 270 1.000 
n 21 19 21 19 21 21 21 21 21 
* 'Correlation signiticant at U. U I level (2-talle(l) 
*Correlation significant at 0.05level (2-tailed) 
Table 8.19: Pearson Correlation All Students - 1996 
EQ LI L2.1 PSTA L2.2 L3 DC Job Salary 
EQ 1.000 
N 110 
LI : 299"** 1.000 
N 101 101 
L2.1 287*` 662* 1.000 
n 109 100 109 
PSTA -. 031 474`* 410*.. 
* 1.000 
n 53 53 52 53 
L2.2 -. 041 ; 47.5 559** 678** 1.000 
N 110 101 109 53 110 
L3 . 655 536* 
54"` ß42** *75O* 1.000 
N 110 101 109 53 110 110 
DC . 107 
y543** : 565**. : 672**. 776*` X868*" 1.000 
N 110 101 109 53 110 110 110 
Job -. 199 . 054 . 
303 . 071 
334* -. 050 -. 009 1.000 
N 41 39 41 29 41 41 41 41 
Salary -. 050 . 085 . 
312 . 567 
581* 
. 358 . 391 -. 
031 1.000 
N 12 12 12 11 12 12 12 12 12 
**Correlation sigmticant at u. uiievei (z-tauea) 
*Correlation significant at 0.05level (2-tailed) 
Running correlation test according to the different courses, BHCM (Table 8.21) 
matrix, shows that there was no correlation at all between EQ, JOB and SAL 
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with the rest of the variables. The correlation between L1, L2.1, PSTA, L2.2, L3 
and DC were significantly high. 
Table 8.20: Pearson Correlation All Students - 1997 
EQ LI L2.1 PSTA L2.2 L3 DC Job Salary 
EQ 1.000 
N 125 
L1 . 033 1.000 
N 115 115 
L2.1 . 245** 773" * 1.000 
N 125 115 125 
PSTA -. 167 , 575** 
443** 1.000 
N 74 73 74 74 
L2.2 . 057 
683`* : 503'"1 1.000 
N 125 115 125 74 125 
L3 -. 039 628** 415*.. * 580** 632*! 1.000 
N 125 115 125 74 125 125 
DC . 072 
702v 527** 639**: 7 ý0** 824' * 1.000 
N 125 115 125 74 125 125 125 
Job . 145 . 016 . 262 
;,. 407" 
. 068 . 014 . 014 1.000 
N 51 46 51 39 51 51 51 51 
Salary . 230 . 016 -. 013 . 084 -. 051 . 064 . 004 . 327 1.000 
n 16 16 16 14 16 16 16 16 16 
"Correlation significant at 0.01level (2-tailed) 
*Correlation significant at 0.05level (2-tailed) 
Table 8.21: Pearson Correlation All Students - BHCM 
EQ LI L2.1 PSTA L2.2 L3 DC Job Salary 
EQ 1.000 
N 162 
LI . 082 1.000 
N 154 154 
L2.1 . 100 727** 1.000 
N 160 153 160 
PSTA -. 021 4$1 ** 482 * 1.000 
n 156 153 154 156 
L2.2 -. 031 ; 510*'' 577'" 506* 1.000 
n 162 154 160 156 162 
L3 -. 020 561*, * `577`* 638`* 1.000 
N 162 154 160 156 162 162 
DC 
. 025 
574* 574** 734* 551 ** 1.000 
n 162 154 160 156 162 162 162 
Job . 065 -. 013 . 
095 -. 123 -. 073 -. 069 -. 091 1.000 
n 100 94 100 95 100 100 100 100 
Salary -. 004 -. 049 -. 164 . 196 -. 055 . 026 -. 029 . 123 
1.000 
n 45 43 45 44 45 45 45 45 45 
* *Correlation significant at U. UIlevel (2-tailed) 
*Correlation significant at 0.05leve1(2-tailed) 
In Table 8.22, there were correlation between EQ and L1, EQ and DC, and 
negative correlation between EQ and Salary. LI was correlated with L2.1, 
PSTA, L2.2, L3 and DC with a significant correlation more than . 500. L2.1 was 
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correlated with PSTA, L2.2, L3, DC and Job. There was no correlation between 
PSTA and L2.2 and L3, which has been expected. L2.2 was correlated with Job 
at . 412 and 
L3 correlates with DC. See Appendix D4 to D9 for BHCM and 
BIHTM by year correlation. 
Table 8.22: Pearson Correlation All Students - BIHTM 
EQ L1 L2.1 L2.2 L3 DC Job Salary 
EQ 1.000 
N 183 
LI . 066 1.000 
N 153 153 
L2.1 : 228** 644** 1.000 
N 183 153 183 
L2.2 . 097 
61.3* : 740*_' 1.000 
N 183 153 183 183 
L3 . 102 
569 * 533`. * . 621 ** 1.000 
N 183 153 183 183 183 
DC 176* 7 605** . 608`* 1., X701**; : 83'6** 1.000 
N 183 153 183 183 183 183 
Job -. 106 . 228 
423* 412** 
. 216 . 222 1.000 
N 51 42 51 51 51 51 51 
Salary 00001* -. 168 . 252 -. 102 -. 
258 -. 333 . 816 1.000 
N 4 4 4 4 4 4 44 
**Correlation significant at U. Ullevel (2-tallea) a. at least on cell is constant 
*Correlation significant at 0.05level(2-tailed) 
Regression 
The relationships between the variables could be easily identified using the 
correlation matrix. However, the degree of strength that each individual variable 
had toward the other could only be identified using regression test. Therefore, 
the purpose for conducting the linear regression test was to estimate and 
evaluate the strength that predictor variable had upon dependent variable. 
Within the performance realm, EQ, L1, L2.1, PSTA, L2.2 and L3 were good 
predictors for DC. 
Table 8.23: Linear Regression Summary 
Model R R Square Adjusted R 
Square 
Std. Error of 
the Estimate 
1 . 886 . 785 . 
777 . 323 
a i-reaictors: (L onstant), L3, tut, LI, ra I A, LL. L, LL. I 
b Dependent Variable: Degree Class 
The relation between the predictors and the dependent variable for UniS overall 
performance model was high at . 886 and standard error . 323 as given 
in Table 
8.23. The Anova test (Table 8.24) was statistically significant at . 000 and 
F 
192 
Chapter 8: Data Analysis and Data Presentation 
ratio was 102.274. The predictor's variable in the order of importance towards 
degree class were L3, EQ, L1, PSTA. L2.2 and L1. The regression test strongly 
revealed that the performance model fit very well (see Table 8.25). 
Table 8.24: ANOVA 
Model Sum of Squares df Mean Square F Sig. 
1 Regression 63.927 6 10.654 102.274 . 000 Residual 17.502 168 . 104 Total 81.429 174 
a i'reaictors: (konstant), LJ, tU, L1, I'S IA, L1.1, L2.1 
b Dependent Variable: Degree Class 
Table 8.25: Linear Regression Coefficients - UniS Degrees 
Unstandardized 
Coefficients 
Standardized 
Coefficients 
Model B Std. Error Beta t Sig. 
1 (Constant) -2.970 . 316 -9.405 . 000 EQP . 011747 . 007 . 062 1.675 . 096 Level 1 . 011335 . 006 . 106 1.911 . 058 Level 2.1 -. 00103 . 006 -. 009 -. 160 . 873 PSTA . 011438 . 003 . 157 3.420 . 001 Level 2.2 . 020022 . 004 . 238 4.455 . 000 Level 3 . 064491 . 007 . 533 9.670 . 000 
a Dependent Variable: Degree Class 
8.2.6 Summary 
Performance at earlier level was a significant determinant and good predictor 
for exit qualification measured at degree class. Professional training is highly 
correlated with subsequent academic level (Level 2.2 and Level 3). However, 
Job and Salary were not correlated with academic performance or professional 
training. From the analysis it be inferred that as a student moves upward along 
the academic ladder, their performance at the earlier stage or level had an 
effect towards their performance in the subsequent level. However, it was not 
true to say that high academic performance is correlated with job and salary 
which in fact, there was no effect at all. 
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8.3 Universiti Teknologi MARA 
UiTM samples were treated as two groups, diploma holders and degree 
graduates. Unlike UniS' graduates, all UiTM diploma holders, had six months 
compulsory professional training during their fifth semester on campus. Since 
UiTM give preference to its own diploma holders into the degree programmes 
and were given direct entry to the second year (from the normal three year), the 
professional training requirement at degree level is waived. Less than five 
percent of the degree enrolment was diploma holders from other disciplines, 
and they had to take prerequisite modules and fulfil the professional training 
requirement. However the number was insignificant, thus it would have no 
effect on the findings or tabulation of data. 
This section will present the data in the sequence starting with diploma then the 
degree. A total of 768 students databases were accessed comprising of 585 
samples from the two diploma programmes (DHM and DFSM) and 163 samples 
from the degree programmes (BHM and BFSM). All data were usable and 
analysed. 
8.3.1 Diploma 
Table 8.26: Summary of demographic factors of UiTM's Diplomas sample 
A summary of the demographic factors of UiTM Diplomas' sample is given in 
Table 8.26. The factors include age, gender and types of courses. The 
summary was listed according to year and overall total using frequencies and 
percentages. For consistency purposes, the data was then tested using 
Pearson chi-square to look for any significance in the relationship between 
factors. 
. 000 
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Overall, more than 87% of the students enrolled in the diploma courses were 
below the age of 20 (between 18-19 years), and about 12% were 20 years and 
above. The highest percentage was in 1998 where about 96% were those 
below 20 years and only 4 percent were above the normal entry age. 
Female students dominated the overall enrolment at 64 % and in 1998 again 
the size for female student population were double the population of male 
students. Female student populations were above 60% throughout the three 
years. In term of numbers enrolled into the different courses, the figure for DHM 
and the low figure in DFSM course were due UiTM's student intake policy. The 
policy was to increase intake for DHM (doubled) due industry demand (UiTM, 
1995). 
8.3.1.1 Entry Qualification (EQ) 
The reporting of finding for entry qualification was based on all students' entry 
qualification according to year or enrolment and not . 
by courses. The reason 
was that, the majority of the students enter UiTM with SPM. In the overall, 
throughout the three years (Table 8.27), enrolment with SPM qualification were 
above 70%. While those with SPVM were below 22 % and other qualification 
were around 10 %. 
Table 8.27: Entry Qualification of UiTM Diplomas 
Entry Qualification Point 
Table 8.28 illustrated the mean and the standard deviation of the entry 
qualification point (EQ) obtained from all students sample at UiTM during 1996 
to 1998. The minimum point was 11 and the maximum was 30 with a mean of 
19.90 at a standard deviation of 3.110. 
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Table 8.28: UiTM Diplomas EQ Mean (All Students) - 1996 to 1998 
N Min Max Mean Std. Dev. 
Entry Qualification Point 585 11 30 19.90 3.110 
The EQP mean presented in Table 8.29 shows that in 1998, the mean was 
higher at 20.79 with a standard deviation of 3.891, and Anova is . 000. Listed by 
course in Table 8.30, DHM had a mean of 20.11 with standard deviation of 
3.205 while DFSM's mean was 19.92 and standard deviation was 2.863. The 
differences in EQP means between the years were significant. Table 8.31 
exhibits the mean by year and individual course. In 1998 DHM had the highest 
mean at 20.88. The highest mean for DFSM was in 1998 at 20.58. Pearson chi- 
square for the courses based on the consecutive years show that there were 
no significant differences in entry qualification point within years and courses. 
The data suggest that those enrolled in UiTM had scores in the range of 16 to 
24 points. For UiTM diploma intake, there was no threshold point used and 
admissions were based on grade scores in each individual subject. 
Table 8.29: UiTM Diplomas EQ Mean (All Students) - By Year 
Enrol year N Min Max Mean Std. Dev. Anova 
1996 143 11 28 18.88 3.192 . 000 
1997 239 12 30 19.75 3.034 
1998 203 12 28 20.79 3.891 
See Appendix D10 
Table 8.30: UiTM Diploma EQ Mean - By Course 
Enrol year N Min Max Mean Std. Dev. T test 
DHM 
DFSM 
394 
191 
11 
13 
28 
30 
20.11 
19.92 
3.205 
2.863 
. 024 
See Appendix D11 
Table 8.31: UiTM Diploma EQP Mean - By Course & Year 
Enrol year Title of Course N Min Max Mean Std. Dev. T test 
1996 DHM 93 11 28 19.14 3.432 . 187 
DFSM 50 14 25 18.40 2.635 
1997 DHM 158 12 28 19.98 3.091 . 132 
DFSM 81 13 30 19.31 2.884 
1998 DHM 143 12 28 20.88 2.986 . 500 
DFSM 60 14 28 20.58 2.691 
See Appendix D12 
Table 8.32 shows a significant difference between year by course for both 
programmes with Anova read at. 000. 
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Table 8.32: UiTM Diploma EQ Mean Between Year By Course - Anova 
Sum of Squares Df Mean2 F Sig. 
DHM Between 174.271 2 87.135 8.860 
. 000 Within 3845.431 391 9.835 
Total 4019.702 393 
DFSM Between 131.719 2 65.860 8.329 
. 000 Within 1486.483 188 7.907 
Total 1618.203 190 
8.3.1.2 Academic Performance (AP) and Professional Training (PT) 
The presentation of the finding for the UiTM's Diplomas academic performance 
and professional training will be in the following manner: 
(v) Overall performance of all students in three years of the two courses. 
(vi) Overall performance of all students in each year. 
(vii) Overall course performance. 
(viii) Course performance in each year. 
Figure 8.7: Overall All Students Performance (UiTM Diplomas) 1995-1997 
72 
70 --- 
68 
66 
64 -_-= 
Ö 62 
60 
58 ---- 
56 
54 
52 
50 
Semi Sem2 Sem3 Sem4 Sems Sem6 
Semester 
Semi Sem2 Sem3 Sem4 Sems` Sem6 
Mean Score 61.9 65.4 62.9 61.9 65.4 59.6 
SD 5.94 6.29 5.60 6.09 5.64 6.33 
N 585 585 585 585 585 585 
*Sem 5: Professional Training Stage 
The overall performance of the diplomas is presented in Figure 8.7. The 
performance of all student samples for 1996 - 1998 reflected a downward 
slope despite of few increases at Semester 2 and Semester 5. The mean for 
the scores at Semester 1 was 61.9, increased to 65.4 at Semester 2 before it 
dropped slightly to 62.9 during Semester 3, and further reduced to 61.9 in 
«.. ý_T_. -. ý T. ____ýTýý. _ .___ __ __ __ __ _ , ýý :. i_ý __ ý 
-_... 
ý- 
--ýý j-_ 
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Semester 4. The mean rocketed to 65.4 at semester 5 (professional training 
stage), before skidded to 59.6 at Semester 6. The high mean at professional 
stage level (semester 5) reflected the different type of assessment used and 
was based on a single subject. (Combination of reports, tutors' assessment and 
industry mentor's assessment. ) 
Figure 8.8: All Students Performance (UiTM Diplomas) - By year. 
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p r= r 70 
r, - 
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r-_ 
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oý -ý--1997 601998 
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54 
52 
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Sem1 Sem2 Sem3 Sem4 Sems Sem6 
Semester 
Semi Sem2 Semi Sem4 Sem5* Sem6 
1996 61.0 66.9 62.4 62.0 71.5 62.6 
SD 5.91 6.45 4.79 5.94 5.66 4.97 
N 143 143 143 143 143 143 
1997 62.1 66.5 64.2 61.7 69.1 57.6 
SD 5.90 5.22 6.30 5.95 5.38 6.34 
N 239 239 239 239 239 239 
1998 62.2 63.1 61.9 62.0 68.2 59.8 
SD 6.01 6.68 4.95 6.34 5.53 6.30 
N 203 203 203 203 203 203 
*Sem 5: Professional Training Stage 
Figure 8.8 revealed that there was significant difference in the performance at 
Semester 2, Semester 3, Semester 5 and Semester 6 among the years. Cohort 
1998 performance were of a horizontal line (Semi - Sem4) compared to 1996 
and 1997 groups. Anova test (Table 8.33) on the data further strengthened the 
analysis that there were significant differences at semester 2, Semester 3, 
Semester 5 and Semester 6, but none in Semester 1 and Semester 4. 
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Table 8.33: Academic Performance UiTM Diploma (1996-1998) - Anova 
Sum of Squares df Mean' F Sig. 
Sem I Between 133.902 2 66.951 1.898 . 151 Within 20530.317 582 35.275 
Total 20664.219 584 
Sem 2 Between 1696.978 2 848.489 23.070 . 000 ithin 21405.523 582 36.779 
otal 23102.501 584 
Sem 3 Between 632.367 2 316.184 10.419 . 000 ithin 17661.517 582 30.346 
Total 18293.884 584 
Sem 4 Between 78.589 2 39.295 1.060 . 347 ithin 21573.466 582 37.068 
otal 21652.056 584 
Sem 5 Between 948.026 2 474.013 15.659 . 000 ithin 17617.957 582 30.271 
otal 18565.983 584 
Sem 6 Between 2299.711 2 1149.856 31.705 . 000 Within 21107.846 582 36.268 
Total 23407.557 584 
'PSTA = Professional Training Stage 
Figure 8.9: Course Performance (UiTM Diplomas) - 1996-1998. 
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Semi Sem2 Sem3 Sem4 Sems Sem6 
Semester 
Semi Sem2 Sem3 Sem4 Sem5* Sem6 
DHM 61.9 66.2 63.6 63.4 69.2 59.0 
SD 5.97 6.37 5.30 5.40 5.55 6.40 
n 394 394 394 394 394 394 
DFSM 61.9 63.6 61.5 57.9 69.7 60.7 
SD 5.93 5.74 5.93 5.76 5.80 6.06 
n 191 191 191 191 191 191 
"`Sem5: Yrotessional lrammg stage 
Course performance in Figure 8.9 reflected DHM was relatively higher than 
DFSM even though the performance dropped to 59.0 at Semester 6. DFSM 
performance saw an ups and downs curve. T-Test for equality of means in 
Table 8.34 further highlighted that there was significant difference between the 
two courses performance at Semester 2,3,4 and 6. 
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Table 8.34: Semesters' Performance by Course T-Test 
Levene's Test for 
Equality of t-test for Equality of Means 
variances 
Sig. Mean SE 95% Cl 
F Sig t df (2-tailed) Diff. Diff. Lower Upper 
Sem 1 EVA . 246 . 620 -. 028 583 . 978 -. 015 . 5249 -1.0456 1.0163 
EVnA -. 028 378.156 . 978 -. 015 . 5238 -1.0447 1.0153 
Sem 2 EVA 1.453 . 228 4.879 583 . 000 2.654 . 5440 1.5858 3.7227 
EVnA 5.056 412.921 . 000 2.654 . 5250 1.6223 3.6862 
Sem 3 EVA 1.512 . 219 4.297 583 . 000 2.090 . 4863 1.1346 3.0447 
EVnA 4.136 341.384 . 000 2.090 . 5053 1.0958 . 30835 
Sem 4 EVA . 283 . 595 11.242 583 . 000 5.476 . 4871 4.5192 6.4326 
EVnA 11.001 355.930 . 000 5.476 . 4978 4.4970 6.4548 
Sem 5 EVA . 094 . 760 -1.029 583 . 304 -. 51 . 497 -1.488 . 465 
PSTA EVnA -1.013 361.457 . 312 -. 51 . 505 -1.504 . 481 
Sem 6 EVA . 015 . 904 -2.945 583 . 003 -1.633 . 5546 -2.7224 -. 5440 
EVnA -3.001 394.920 . 003 -1.633 . 5443 -2.7032 -. 5632 
EVA- Equal variance assumed SE - Standard Error 
EVnA - Equal variance not assumed CI - Confidence Interval 
Figure 8.10: DHM Course Performance - by Year 
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Semi Sem2 Sem3 Sem4 Sem5 Sem6 
Semester 
Semi Sem2 Semi Sem4 Sem5* Sem6 
1996 62.6 69.2 62.1 62.6 71.6 61.3 
SD 6.20 5.34 4.83 4.64 5.47 4.73 
n 93 93 93 93 93 93 
1997 62.2 67.2 65.7 63.5 69.0 57.1 
SD 5.56 4.21 5.43 5.23 5.26 6.53 
n 158 158 158 158 158 158 
1998 61.0 63.2 62.3 63.9 67.9 59.8 
SD 6.18 7.62 4.70 6.00 5.40 6.58 
n 143 143 143 143 143 143 
*SernS: Yrotesslonai training stage 
For DHM course in Figure 8.10,1996's performance ranged from 62.0 to 72.0. 
It is relatively a high start in Semester 1, increased greatly in semester 2 but 
dropped in Semester 3 below that of the lowest year (1998) by . 02. 
There was 
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Table 8.35: Academic Performance DHM (1996-1998) - Anova 
Sum of Squares Df Mean2 F Sig. 
Sem 1 Between 170.883 2 85.441 2.419 . 090 ithin 13812.994 391 35.327 
otal 13983.877 393 
Sem 2 Between 2264.692 2 1132.346 32.403 . 000 ithin 13663.922 391 34.946 
otal 15928.614 393 
Sem 3 Between 1136.346 2 568.173 22.387 . 000 Within 9923.354 391 25.379 
Total 11059.700 393 
Sem 4 Between 105.259 2 52.629 1.806 . 166 Within 11393.287 391 29.139 
Total 11498.545 393 
Sem 5* Between 802.645 2 401.323 13.861 . 000 
Within 11320.515 391 28.953 
Total 12123.160 393 
Sem 6 Between 1174.663 2 587.332 15.403 . 000 
Within 14908.934 391 38.130 
Total 16083.597 393 
*PSTA = Professional Training Stage 
Figure 8.11: DFSM Course Performance by year 
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a slight increase in Semester 4, then a jump in Semester 5, but dropped again 
in Semester 6. In the overall, no group is considered as better than the other is, 
as their performance about the same average with ups and downs is. In 
identifying whether there was any significant differences between the yearly 
performance, ANOVA was performed. Table 8.35 shows that some significant 
differences especially in Semester 2, Semester 3, Semester 5 and Semester 6. 
DFSM's performance (Figure 8.11) is interestingly different from that of DHM 
especially between Sem4 and Sem5. Significantly in Semester 1, cohort 1996 
and 1997 experienced upward increases compared to 1998. 
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Semi Sem2 Sem3 Sem4 Sem5* Sem6 
1996 58.0 62.5 62.9 58.1 71.3 65.1 
SD 3.88 6.05 4.70 6.97 6.05 4.51 
N 50 50 50 50 50 50 
1997 61.9 65.0 61.2 58.3 69.3 58.6 SD 6.53 6.56 6.04 5.85 5.65 5.86 
N 81 81 81 81 81 81 
1998 65.1 62.6 60.9 57.3 69.0 59.9 
SD 4.45 3.54 5.40 4.38 5.66 5.63 
N 60 60 60 60 60 60 
L IVLwJlvu41 iiGtttlttg Jtdgc 
All groups' performance dropped in Semester 4 but climbed greatly at 
Semester 5 before dropping again in semester 6. Between the group, cohort 
1998 has the lowest performance even though they had a high starts. Their 
performance declined in three consecutive semesters. Cohort 1996, despite a 
low starts, their performance increased in the next two semesters before 
dropping in semester 4 but rises in Semester 5 and was the highest at 
Semester 6 albeit a drop. 
ANOVA test (Table 8.36) strengthened the depiction of the graph, in which 
there was significant differences in the performance between the years. The 
differences in Semester 1 (. 000) and Semester 6 (. 000) were significant. Low 
significant found in Semester 2 and none in Semester 3 (. 174), Semester 4 
(. 546) and semester 6 (. 076). 
Table 8.36: Academic Performance DFSM (1996-1998) - Anova 
Sum of Squares df Mean' F Sig. 
em I Between 1351.692 2 675.846 23.845 . 000 ithin 5328.623 188 28.344 
otal 6680.315 190 
em 2 Between 290.294 2 145.147 4.565 . 012 ithin 5977.327 188 31.794 
otal 6267.621 190 
em 3 Between 122.916 2 61.458 1.764 . 174 ithin 6549.549 188 34.838 
Total 6672.466 190 
em 4 Between 40.425 2 20.212 . 607 . 546 Within 6255.780 188 33.275 
Total 6296.205 190 
em 5* Between 173.107 2 86.553 2.609 . 076 Within 6236.056 188 33.171 
Total 6409.162 190 
em 6 Between 1360.847 2 680.423 22.762 . 000 Within 5619.992 188 29.894 
Total 6980.839 190 
`PSTA = Protesslonal i raining Stage 
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8.3.1.3 Exit Qualification (EXQ) 
As mentioned earlier in Chapter 7, exit qualification for the diploma was 
converted from CGPA into class. However, the study did not attempt to 
equalise this classification with the degree class. In the overall, 23 obtained first 
class, 169 managed to get Upper second, 336 with lower second and 57 had 
third. The differences in number of sample of each cohort had forced the 
analysis to look only at the percentages since the frequency figures were based 
on different yearly total. No samples fall under the pass category. The Pearson 
chi-square was . 058, which revealed that there was a slight significant 
difference among the year. (See Table 8.37) 
Table 8.37: Diploma Classification (converted) Attainment 
Table 8.38: Diploma Classification (converted) Attainment - By Course and Year 
`Pearson chi-square: Asymp. (2-sided) 
In Table 8.38, for DHM in total, 4.1% completed with first class, 29% get upper 
second, 57% obtained lower second and 9% finished with third. There were no 
passes. For DFSM, 3.7% had first class, 28% completed with upper second, 
58% finishes with lower second, 10% had third and no passes. It seems that 
both DHM and DFSM diploma classification attainment were identical. The 
Pearson chi-square for DHM was . 033 and for DFSM was . 092. There was no 
significant difference between years for the attainment. 
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8.3.1.4 Job (JOB) and Salary (SAL) 
The percentage of data gathered for job was low, which were around 35% of 
the total sample (Table 8.39). Majority of the diploma holders continued to 
higher education (degree) level. Nine percent were in the operational job 
category, 4% in supervisory and less then 1 percent had a management post. 
However, these data show first job position which are deemed to be acceptable 
to diploma holders. Further discussion follows in Chapter 9. 
Table 8.39: First Job Destination 
Table 8.40: UiTM Diplomas First destination job - by programme 
Illustrated in Table 8.40, at least 1.0 % of the DHM student manage to obtain job 
in management level, almost 5% work as supervisor, 9% in the operational field 
while 23 % go for further study or self employed. The DFSM's data were almost 
similar with those of DHM except that none was detected to obtain job in 
management level. Almost 2% works as supervisor, 10 % in the operational 
level and 17 % go for further study or self employed. 
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In Table 8.41, the salary level for the diploma holders was below MYR1 5,000. In 
the overall, 4% had less than MYR9,000,6 % got between MYR9,000 to 
MYR12,000 and about 1 percent obtained more that MYR12,000 but below 
MYR15,000. The low rate of response for the salary data, ends up with 89 
percent were under the unknown category. 
Table 8.41: First Destination Salary 
8.3.1.5 Statistical Test for Model Fit 
Similar to the earlier Section (8.2.5) in establishing a performance model, two 
statistical tests were carried out: (i) Pearson Correlation Matrix and (ii) linear 
regression. For UiTM diplomas data, eleven variables lied within the academic 
- employability path. The variables were EQ, Academic Performance (AP) - 
measured at each academic levels (Semi, Sem2, Sem3, Sem4, Sem5 (PSTA), 
Sem6, and Oscor), Exit Qualification (EXQ) measured at diploma classification 
(DC), Job (JOB) and Salary (SAL). 
Pearson Correlation matrix 
The Pearson Correlation matrix of the variables investigated in this study is 
shown in Table 8.42. As can be seen, seven of the variables are correlated 
over . 500. 
The intercorrelations among Semester 1, Semester 2, Semester 3, 
Semester 4, Semester 6, Overall Score and Degree Class were greater than 5. 
The results of the Pearson correlation matrix provide the evidence that student 
who started with good entry qualification perform better at the Semester 1, and 
the performance were expected to increase in subsequent semesters. 
Evidently, there was some correlation among the mentioned variables, and the 
205 
'Pearson chi-square: Asymp. Sig. (2-sided) MYR: Malaysian Ringgit 
Chapter 8: Data Analysis and Data Presentation 
significance of the correlations became stronger as they go to the higher 
semester. The correlation between the earlier semesters (Semi to Sem4) with 
Sem5 were low, within the range of . 200 to . 266. 
Table 8.42: Pearson Correlation Matrix UiTM Diplomas - All Students 
EQ Semi Sem2 Sem3 Sem4 Sem5 Sem6 Oscor DC Job Salary 
EQ 1.000 
N 585 
Semi 289 '. 1.000 
N 585 585 
Sem2 : 18i** . 458*" 1.000 
N 585 585 585 
Sem3 . 300** "424** ! 431 1.000 
N 585 585 585 585 
Sem4 ; 285*" . 413" : 472" . 
607;, * 1.000 
N 585 585 585 585 585 
Sems . 056 
*; : 209** ; 234** , 
266**. 1.000 
N 585 585 585 585 585 585 
Sem6 094* . 308" . 
074 : 253** . 308", . 
246** 1.000 
N 585 585 585 585 585 585 585 
Oscor 350 717** 645** . 682*' 573'x" 1410*` ; 561** 1.000 
N 585 585 585 585 585 585 585 585 
DC 286** 617. *` 533 * 620** 661** 38,7,. *. ` 431*` 826" 1.000 
N 585 585 585 585 585 585 585 585 585 
Job 
. 
089 -. 056 .:. 040* -. 132 -. 113 . 
114 147` , 144' 140' 1.000 
N 205 205 205 205 205 205 205 205 205 205 
Salary 
. 
106 . 
110 . 
211 -. 167 -. 010 -. 148 . 
197 . 
122 . 112 : 
309* 1.000 
N 64 64 64 64 64 64 64 64 64 64 64 
**Correlation significant at 0.01level (2-tailed) 
*Correlation significant at 0.05level (2-tailed) 
Key : Seml : Semester 1 SemS: Semester 5 (Professional Training EQ : Entry Qualification 
Sem2 : Semester 2 Sem6: Semesterm6 Job : First Destination Job 
Sem3 : Semester 3 Oscor: Overall Score (CGPA) Salary: First Destination Salary 
Sem4 : Semester 4 DC : Diploma Classification 
There were some correlations between EQ and Semi, Sem2, Sem3, Sem4, 
Sem 6 and Oscor but the significant were low. There was no correlation 
between Sem5 (PSTA) with EQ and the correlation between Sem5 with Sem6, 
Oscor and DC were in the range of . 246 and . 
410. The correlation between 
JOB, Sem6, Oscor and DC were negative, and there were no correlation exist 
between Salary and other variables except with JOB, 
High correlation was found between Oscor, Semi, Sem2, Sem3, Sem4 and 
Sem6. Significantly correlated were DC and Semi, Sem2, Sem3, Sem4, Sem 6 
and Oscor. This was true, since the calculation for diploma classification and 
Overall score (Oscor) were based on the average score in of the six semesters. 
Between PSTA and other variable, there is correlation, but it was low in 
significance. 
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Table 8.43: Pearson Correlation UiTM Diplomas - 1996 
EQ Semi Sem2 Sem3 Sem4 Sem5 Sem6 Oscor DC Job Salary 
EQ 1.000 
N 143 
Semi . 341'. 4 1.000 
N 143 143 
Sem2 172` . 654" 1.000 
N 143 143 143 
Sem3 413'r . 423" ; 429" 1.000 
N 143 143 143 143 
Sem4 . 
269" . 599" . 757 622'1' 1.000 
N 143 143 143 143 143 
Sem5 . 058 . 292" . 262" . 
352" 1.000 
N 143 143 143 143 143 143 
Sem6 . 142 , 
434'' 285" 
. 520- 
444« : 422" 1.000 
N 143 143 143 143 143 143 143 
Oscor 351* 07.40" 742* ;;: 772'" : 854': : 449'" 92" 1.000 
N 143 143 143 143 143 143 143 143 
DC 243' 624'' `. -3.0 t* ,6 . 666. ** 8 
I. _ ** 
;. 
739 "493" . 
867 1.000 
N 143 143 143 143 143 143 143 143 143 
Job . 073 -. 181 -. 055 
=. 424" -. 149 -. 244 ; 293': -: 318' 282' 1.000 
N 50 50 50 50 50 50 50 50 50 50 
Salary 
. 212 . 296 . 234 -. 318 -. 313 -. 212 -. 075 -. 063 . 158 . 018 1.000 
N 13 13 13 13 13 13 13 13 13 13 13 
* *Correlation significant at 0.01level (2-tailed) 
*Correlation significant at 0.05level (2-tailed) 
Table 8.44: Pearson Correlation UiTM Diplomas for 1997 
EQ Semi Sem2 Sem3 Sem4 Sem5 Sem6 Oscor DC Job Salary 
EQ 1.000 
N 239 
Semi ; 246*' 1.000 
N 239 239 
Sem2 . 291" 546'* 1.000 
N 239 239 239 
Sem3 
. 
272" 429" 
. 6,181* 
1.000 
N 239 239 239 239 
Sem4 4*! 423** 
. 
621 *1 729* 1.000 
N 239 239 239 239 239 
Sem5 
. 
100 222t« 205" ; 169". . 
2631` 1.000 
N 239 239 239 239 239 239 
Sem6 274" x525 1457" 
. 29 509"_ ; 204'; 1.000 
N 239 239 239 239 239 239 239 
Oscor 324*' 752' . 816*' 693" 764*" 379** T21' 1.000 
N 239 239 239 239 239 239 239 239 
DC 282* 606** 621" . 
636"* 
. 658" . 337". : 
6141' 813* 1.000 
N 239 239 239 239 239 239 239 239 239 
Job 
. 
151 -. 069 -. 133 -. 099 -. 091 -. 025 -. 155 -. 136 -. 138 1.000 
N 105 105 105 105 105 105 105 105 105 105 
Salary 
. 
017 . 
054 . 
174 -. 185 -. 123 -. 226 . 117 . 082 . 
045 . 
273 1.000 
N 39 39 39 39 39 39 39 39 39 39 39 
**Correlation significant at O. Ollevel (2-tailed) 
*Correlation significant at 0.05level(2-tailed) 
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For Table 8.43,8.44 and 8.45, the correlations among the variables were similar. 
EQ, Seml, Sem2, Sem3, Sem4, Sem5, Sem6, Oscor and DC were correlated 
between each other. The correlation between EQ, Seml, Sem2, Sem3, Sem4, 
Sem5 and Sem6 were within the range of . 168 and and . 491. While the 
correlation between Oscor, DC with Semi, Sem2, Sem3 Sem4 and Sem6 ere 
higher in the range of . 315 and . 823. The correlation between PSTA (Sem5) with 
Semi, Sem2, Sem3 and Sem4 in 1996 was low, which was in the range of . 200 
and . 330. 
The correlation between PSTA and Sem6 was in the range of . 446. 
Table 8.45: Pearson Correlation UiTM Diplomas for 1998 
EQ Semi Sem2 Sem3 Sem4 Sem5 Sem6 Oscor DC Job Salary 
EQ 1.000 
N 203 
Semi , 279" 1.000 
N 203 203 
Sem2 342'* 1.000 
N 203 203 203 
Sem3 367_, " ; 450 '* : 21: 
6" 1.000 
N 203 203 203 203 
Sem4 319** . 274** . 
247" '7482'. `" 1.000 
N 203 203 203 203 203 
Sem5 . 168"* 
X63'* 
. 
069 ; 351" 269"_: 1.000 
N 203 203 203 203 203 203 
Sem6 23Ö" 
. 
415** . 
073 . 474*" 333** X229** 1.000 
N 203 203 203 203 203 203 203 
Oscor 390" 673" . 536" 709** 689" 4561*, 4901* 1.000 
N 203 203 203 203 203 203 203 203 
DC 
. 
364** 650*' '466 647 ` . 630" . 
384*1 x259, ** . 
8231* 1.000 
N 203 203 203 203 203 203 203 203 203 
Job -. 312' -. 132 . 
039 -. 241 -. 264 -. 184 -. 175 -. 253 1338* 
1.000 
N 48 48 48 48 48 48 48 48 48 48 
Salary 
. 172 -. 
036 . 
223 . 
326 . 
170 . 
017 . 
153 . 
139 . 070 
:. 638* 1.000 
N 12 12 12 12 12 12 12 12 12 12 12 
-` "Correlation sigmticant at 0.0l level (1-tales) 
*Correlation significant at 0.05level (2-tailed) 
The correlation confirmed the model that EQ correlate with academic 
performance but not with Job and salary. There were no significant correlation 
between Job, Salary and other variables. 
In Table 8.46, the correlation between Semi, Sem2, Sem3, Sem4, Sem5, 
Sem6, Oscor and DC were significant. EQ was correlated to Semi, Sem2, 
Sem3, Sem4, Sem 6, Oscor and DC but not with Sem5. There were negative 
correlations between Job with Oscor and DC. Salary was correlated with Sem6 
and Job. The correlation between Semi, Sem2, Sem3, Sem4, Sem5, Sem6 
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with EQ were below . 500, but the correlation with 
Oscor and DC were 
above. 500. 
Table 8.46: Pearson Correlation UiTM Diplomas - DHM 
EQ Semi Sem2 Semi Sem4 Sem5 Sem6 Oscor DC Job Salary 
EQ 1.000 
N 394 
Semi . 302** 1.000 
N 394 394 
Sem2 . 
1'49** 
. 491 ** 1.000 
N 394 394 394 
Sem3 "309 ; 448"* . 269** 1.000 
N 394 394 394 394 
Sem4 . 318** . 
477** 315 
. 
509** 1.000 
N 394 394 394 394 394 
Sem5 . 
032 300* 7230" 211, ., 
34 1.000 
N 394 394 394 394 394 394 
Sem6 . 228" . 506 . 
248** 225" 463*. ` 227'" 1.000 
N 394 394 394 394 394 394 394 
Oscor 378** . 770** 572" . 
577'*,; . 769*' . 428 ; 646*, * 1.000 
N 394 394 394 394 394 394 394 394 
DC X31,5" . 659 
478** 544" . 689" , 
382` y . 546" 806*. * 1.000 
N 394 394 394 394 394 394 394 394 394 
Job . 
055 -. 128 -. 025 -. 147 -. 143 -. 068 -. 152 ; 1.72*; -. 
183* 1.000 
N 148 148 148 148 148 148 148 148 148 148 
Salary . 
122 . 
182 . 206 -. 
190 . 
011 -. 111 340* . 
201 . 
210 . 
328` 1.000 
N 52 52 52 52 52 52 52 52 52 52 
52 
**Correlation significant at 0.01level (2-tailed) 
*Correlation significant at 0.051evel (2-tailed) 
Table 8.47: Pearson Correlation UiTM Diplomas - DFSM 
EQ Semi Sem2 Semi Sem4 Sem5 Sem6 Oscor DC Job Salary 
EQ 1.000 
N 191 
Semi : 263" 1.000 
N 191 191 
Sem2 212"-' . 417 1.000 
N 191 191 191 
Semi 58* . 
4Ö2 ý' 708 ' 1.000 
N 191 191 191 191 
Sem4 . 176*. 41-6" 705 752* 1.000 
N 191 191 191 191 191 
Sem5 "122 . 
089 ; 205** 305'* : 25 1.000 
N 191 191 191 191 191 191 
Sem6 . 116 
239. " 32Ö" : 607" a55** 402** 1.000 
N 191 191 191 191 191 191 191 
Oscor 293" 638" 806`" : 
848"' 87A1'ß . 
392**.. 648** 1.000 
N 191 191 191 191 191 191 191 
191 
DC 219"` 530" 683` 
783`* : 781** 400** ; 656" 72** 1.000 
N 191 191 191 191 191 191 
191 191 191 
Job -. 021 -. 011 1334* 
: 339 ; 284 '354 * 306' 4292* -: 295" 1.000 
N 55 55 55 
55 55 55 55 55 55 55 
Salary -. 011 -. 217 -. 
041 -. 196 -. 470 -. 345 -. 417 -. 383 -. 393 -. 076 
1.000 
12 12 12 12 12 12 12 12 12 12 
12 
N 
**Correlation significant at 0.011evel (2-tailea) 
*Correlation significant at 0.05level (2-tailed) 
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Table 8.47, shows the correlation for DFSM. No correlation between Sem5 and 
Sem6 with EQ. No correlation between Salary and other variable. Negative 
correlation found between Job and other variable and the correlation between 
Sem5 with Semi was not significant. Low correlation between Sem5 (PSTA) 
with Sem 2, Sem 3 and Sem4 (range between . 205 and . 305). See Appendix 
D13 to D18 for DHM and DFSM by year correlation. 
Linear Regression 
Regression was done on the data to estimate and evaluate the strength that 
predictor variable had upon dependent variable. Within the performance realm, 
EQ, Seml, Sem2, Sem3, Sem4, Sem5 (PSTA), Sem6, and Oscor were good 
predictors for DC. 
Table 8.48: Linear Repression Summary 
Model R R Square Adjusted R 
Square 
Std. Error of 
the Estimate 
1 . 843 . 710 . 706 . 3721 
a Predictors: (Constant), Oscor, EQP, PSTA, Sem6, Sem2, 
Sem3, Semi, Sem4 
The relation between the predictors and the dependent variable was high at 
. 843 and standard error . 372 s given 
in Table 8.48. The Anova test (Table 8.49) 
was statistically significant at . 000 and 
F ration was 176.577. The predictor's 
variable in the order of importance towards diploma classification were Oscor, 
EQ, PSTA, Sem6, Sem2, Sem3, Semi and Sem4. The regression test 
revealed that the performance model fits well (see Table 8.50). 
Table 8.49: ANOVA 
Model Sum of Df Mean Square F Sig. 
Squares 
I Regression 195.579 8 24.447 176.577 . 000 
Residual 79.748 576 . 138 [Total 275.326 584 
a Predictors: (C: onstant), Uscor, LU, FAS I A, Semb, Semi, 
Sem3, Semi, Sem4 
b Dependent Variable: Diploma Classification 
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Table 8.50: Linear Regression Coefficients - UiTM Diplomas 
Unstandardized 
Coefficients 
Standardized 
Coefficients 
Model B Std. Error Beta t Sig. 
1 (Constant) -5.394 . 256 -21.092 . 000 EQP -. 0009 . 005 -. 004 -. 168 . 866 Sem l . 014353 . 004 . 124 3.617 . 000 Sem2 . 006129 . 003 . 056 1.809 . 071 Sem3 . 016704 . 004 . 136 4.251 . 000 Sem4 . 014781 . 004 . 131 3.535 . 000 Sem5 . 009787 . 003 . 080 3.199 . 001 Sem6 . 016212 . 003 . 149 4.764 . 000 Oscor . 061055 . 011 . 383 5.480 . 000 
a Dependent Variable: Degree Class 
8.3.1.6 Summary 
Overall, for UiTM Diplomas the performance at earlier semesters was also a 
significant predictor of the performance of the higher level and exit qualification. 
Professional training was viewed as having negative impact towards the 
performance of Semester 6. This so because all performance graphs exhibited 
a dropped from Semester 5 (PSTA) to Semester 6. The drop was lower than 
the performance in Semester 4. 
Diploma classification revealed that the majority of the diplomas holders 
completed their courses with upper second or lower second. Operational and 
supervisory level jobs were the position mostly filled by them but a greater 
percentage went for further education. These than correlate with the level of 
salary which was below MYR15,000 per year. 
8.3.2 Degree 
As a whole, degree candidates were diploma students furthering their 
education. This reflect the entry age data presented in Table 8.51. They were 
over 20 year of age when they started the programme therefore none was 
below the age of 20. 
Female students dominated the total enrolment sample with an average of 
67%. It was doubled that of the total enrolment of male students. There was no 
significant difference in gender enrolment between the years. Number of 
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sample in the courses factors reflect those who had graduated from the 
programme not according to their enrolment. 
Table 8.51: Summary of demographic factors of UiTM Degree sample 
8.3.2.1 Entry Qualification 
UiTM gave preference to its own diploma holders for the degree intake. 
Therefore, in Table 8.52 there was only one type of qualification available. 
Table 8.52: Entry Qualification into UiTM Degree Programmes 
Entry Qualification Point (EQ) 
The EQ for the whole degree sample is given in Table 8.53 that ranged 
between 15 and 27. The mean was 21.21 with a standard deviation of 2.813. 
Table 8.53: Mean EQ for UiTM Degree (All Students)- 1997 to 1999 
N Min Max Mean Std. Dev. 
Entry Qualification Point 183 15 27 20.21 2.813 
In Table 8.54, the mean by year was higher in 1997 at 21.16 with a standard 
deviation of 2.683 with Anova reading at . 009, and by course (Table 8.55); 
BFSM had a mean of 20.92 with standard deviation of 3.157. The data suggest 
that those enrolled in UiTM degree programmes had scores in the range of 16 
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to 24. There was no threshold point used since UiTM uses the scores based 
on CGPA achieved at diploma level. Chi-square test for the EQ mean 
according to years was significant but none for EQ mean according to course 
as well as for the EQ mean according to courses and years. T-test for equality 
of means in Table 8.56 shows no significant differences. The Anova test (Table 
8.57) also did not show any significant differences between the two courses. 
Table 8.54: Mean EQ for UiTM Degree - By Year 
Enrol year N Min Max Mean Std. Dev. Anova* 
1995 57 15 27 21.16 2.683 . 009 
1996 78 15 27 19.77 3.071 
1997 48 15 24 19.81 2.214 
-See Appendix U19 
Table 8.55: Mean EQ for UiTM Degree - By Course 
Title of Course N Min Max Mean Std. Dev. T test* 
BHM 
BFSM 
108 
75 
15 
15 
27 
27 
20.17 
20.92 
2.565 
3.157 
. 789 
*See Appendix D20 
Table 8.56: Mean EQ for UiTM Degree - By Course & Year 
Enrol year Title of Course N Min Max Mean Std. Dev. T test* 
1997 BHM 37 15 27 21.08 2.603 . 772 
B FS M 20 15 27 21.30 2.902 
1998 BHM 40 15 27 19.65 2.714 . 728 
BFSM 38 15 27 19.89 3.451 
1999 BHM 31 18 24 19.74 2.022 . 769 
BFSM 17 15 24 19.94 2.598 
'See Appendix uzt 
Table 8.57: UiTM Degrees EQ Mean Between Year By Course - Anova 
Sum of Squares Df Mean' F Sig. 
BHCM Between 47.208 2 23.604 3.802 . 025 
ithin 651.792 105 6.208 
otal 699.000 107 
BIHTM Between 28.400 2 14.200 1.447 . 242 
Within 706.720 72 9.816 
Total 735.120 74 
8.3.2.2 Academic Performance (AP) 
The presentation of the finding for the UiTM's Degrees academic performance 
will be in the following manner: 
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(i) Overall performance of all students in three years of the two 
courses. 
(ii) Overall performance of all students in each year. 
(iii) Overall course performance. 
(iv) Course performance in each year. 
The professional training (PT) variable was not available in the analysis of 
UiTM Degree data. Degree seekers especially those with UiTM Diploma were 
given a waiver for the PT modules. Therefore, the performance model in UiTM 
Degree will not seek for the impact that PT has on other variables. 
The overall performance of the UiTM degrees is presented in Figure 8.12. The 
performance reflected an upward slope. The mean for the score at Semi was 
62.3, increased to 65.5 at Sem2, up again to 66.0 in Sem3. The mean moved 
upward to 66.5 during Sem4. 
Figure 8.12: Overall All Students Performance of UiTM begrees - 1997-1999 
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Semi Sem2 Sem3 Sem4 
Semester 
Semi Sem2 Sem3 Sem4 
Score 62.3 65.5 66.0 66.5 
SD 5.79 5.41 6.20 5.95 
N 183 183 183 183 
Figure 8.13 saw a few differences in the performance according to year. 1997 
performance at Semi was the highest among the three observed year, The 
performance in the first three semesters were good experiencing an increase 
every semester before plunging at Sem4.1998 performance was in the overall 
better, had a steady increase from Semi to Sem2, great increases in Sem3 
before finishing high at Sem4. Performance of 1999 was volatile; it went up and 
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down each semester. Starting at the lowest in Semi, get a sharp increase in 
Sem2, but slipped down again in Sem3 before rose back in Sem4 even better 
than 1997's Sem4 performance. 
In determining the significant difference in the performance, the Anova test in 
Table 8.58 showed that there were significant differences in the performance at 
Sem2 and Semi (. 000 and . 000 respectively) and significant of . 019 and Sem4 
but none in Semi (. 163) 
Figure 8.13: All Students performance (UiTM Degrees) - By Year 
72 
70 
68 
77- 66 
64 
62 p-- -r. f 1997 
60 -/-1998 
58 1999 
56 V F;; 
54 
52 
50 
Semi Sem2 Sem3 Sem4 
Semester 
Semi Sem2 Sem3 Sem4 
1997 63.1 67.4 68.6 64.7 
SD 6.73 5.15 5.75 6.82 
N 57 57 57 57 
1998 62.5 63.5 67.2 67.6 
SD 5.89 5.26 4.40 5.25 
N 78 78 78 78 
1999 61.0 66.3 61.0 66.7 
SD 4.05 5.00 6.38 5.54 
N 48 48 48 48 
Table 8.58: Academic Performance UiTM Degrees (1997-1999) - Anova 
Sum of Squares df Mean2 F Sig. 
Semi Between 121.836 2 60.918 1.834 . 163 
Within 5979.913 180 33.222 
Total 6101.748 182 
Sem2 Between 540.302 2 270.151 10.156 . 000 
Within 4788.110 180 26.601 
Total 5328.412 182 
Sem3 Between 1731.926 2 865.963 29.543 . 000 
ithin 5276.172 180 29.312 
Total 7008.098 182 
Sem4 Between 279.160 2 139.580 4.075 . 019 
Within 6166.043 180 34.256 
[Total 6445.204 182 
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Comparing the overall performance between the two degree courses, as 
illustrated in Figure 8.14, BHM had a concave upward slope. Rising from 63.5 
in Semi to 67.5 in Sem2, then to 67.8 in Sem3 but dropped to 65.2 in Sem4. 
BFSM performance is a convex upward slope. Though the performance in the 
beginning was low at 60.6, it then rose gradually to 62.5 in Sem2, to 63.6 in 
Sem3 and then up to 68.2 in Sem4. This was above the Sem4 mean score of 
BH M. 
Figure 8.14: Course Performance (1997 - 1999) 
72 
r., 1 
70 
68 jVYC' 
; 'ý r ,y4, 66 ` , 
; 
64 
4f _ 
L 62 
O BHM 
60 , - 
BFSM 
JV 
56 
J`i 
52 
F> 
a4 
s 
y jý w 
*E_ 'V M . +H .t 
Ft" 
"ýS 
IP'ý t5 
Jr Yi- C+F 
-Y 
t Ctý 
ýCý 4ý 
.. t 
50 
Semi Sem2 Sem3 Sem4 
Semester 
'Kfm 
7 
/, - 
ri 
xrr 
i_ ärß 
_a'-c, 
r 
3tr, 3` 
Ä 
w"4 
aiH 
tr FC 
"ýi 
IPA t ý. ' 
ý5 J: 
j 
_ 1. 
ý- t 
Y' 
`h K9iý ,. -. ý .. -. -. Tc sR- S 5.., ý, 
Semi Sem2 Sem3 Sem4 
BHM 63.5 67.5 67.8 65.2 
SD 5.55 4.61 5.52 5.44 
N 108 108 108 108 
BFSM 60.6 62.5 63.6 68.2 
SD 5.73 5.17 6.33 6.23 
N 75 75 75 75 
Table 8.59: Semesters' Performance by course T-Test 
Levene's Test for 
Equality of t-test for Equality of Means 
variances 
Sig. Mean SE 95% Cl 
F Sig. t df (2-tailed) Diff. Diff. Lower Upper 
Semi EVA . 543 . 462 
3.469 181 . 001 2.931 . 
845 1.263 4.598 
EvnA 3.449 156.046 . 001 2.931 . 
850 1.252 4.610 
Sem2 EVA . 874 . 
351 6.773 181 . 000 4.934 . 
728 3.496 6.371 
EvnA 6.636 147.389 . 000 4.934 . 
743 3.464 6.403 
Sem3 EVA . 811 . 
369 4.758 181 . 000 4.200 . 
882 2.456 5.936 
EvnA 4.644 145.048 . 000 4.200 . 
904 2.410 5.981 
Sem4 EVA 1.848 . 176 -3.499 181 . 001 -3.0375 . 
868 -4.750 -1.325 
EvnA -3.414 144.832 . 001 -3.0375 . 890 -4.796 -1.279 
EVA- Equal variance assumea oC - wanaara error 
EvnA - Equal variance not assumed 
Cl - Confidence interval 
216 
Chapter 8: Data Analysis and Data Presentation 
Using t-test to evaluate the performance of the two courses, in Table 8.59 the t- 
test for equality of means showed a significant difference in all semester's 
performance. 
In Figure 8.15, BHM course performances by years were analysed. In all of the 
observed years, performance had increased from Semi to Sem2.1997 and 
1998 had another increase from Sem2 to Sem3 but 1999 performance 
dropped. However, 1997 and 1998 performance dropped in Semester 4 while 
1999 performance had an increased. 
Figure 8.15: BHM Course Performance - By Year 
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Semi Sem2 Sem3 Sem4 
1997 63.5 68.9 70.3 64.6 
SD 6.77 4.36 6.04 6.00 
N 37 37 37 37 
1998 64.8 66.1 68.4 65.9 
SD 5.52 6.32 4.09 4.81 
N 40 40 40 40 
1999 61.9 67.6 63.9 65.0 
SD 6.22 4.88 4.43 5.55 
N 31 31 31 31 
Table 8.60: Academic Performance BHM (1997-1999) - Anova 
Sum of Squares df Mean' F Sig. 
Semi Between 144.440 2 72.220 2.408 . 095 
ithin 3149.513 105 29.995 
otal 3293.953 107 
Sem2 Between 152.166 2 76.083 3.761 . 026 
Within 2124.347 105 20.232 
Total 2276.513 107 
em3 Between 710.662 2 355.331 14.591 . 000 
Within 2557.079 105 24.353 
Total 3267.741 107 
em4 Between 35.834 2 17.917 . 602 . 550 
Within 3125.045 105 29.762 
Total 3160.878 107 
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Anova test in Table 8.60 agreed that there was significant difference in 
performance in Sem2 (. 026) and Sem3 (. 000). 
BFSM performance was slightly different from those of BHM. The performance 
for 1997 was upward but slide in Sem4.1998 was better that the other two 
year's performance. It was seen that there were slight increases in Sem2, huge 
jumps in Sem3 and gains another leap in Sem4.1999 performance was up in 
Sem2, plunged down to 55.6 at Sem3 but rocketed high to 69.8 in Sem4. 
Figure 8.16: BFSM Course Performance - By Year 
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Semi Sem2 Semi Sem4 
1997 62.4 64.7 65.6 64.9 
SD 6.78 5.49 3.76 8.28 
N 20 20 20 20 
1998 60.1 60.8 66.1 69.3 
SD 5.36 4.84 4.44 5.19 
N 38 38 38 38 
1999 59.4 63.8 55.6 69.8 
SD 4.94 4.34 5.90 4.09 
N 17 17 17 17 
Anova test in Table 8.61 indicates that there was significant difference in the 
performance at Sem2 (. 012), Sem4 (. 016) and evidently in Sem3. 
Table 8.61: Academic Performance BFSM (1997-1999) - Anova 
Sum of Squares df Mean2 F Sig. 
Semi Between 101.630 2 50.815 1.573 . 214 
Within 2325.841 72 32.303 
Total 2427.472 74 
Sem2 Between 229.473 2 114.737 4.734 . 012 
Within 1744.989 72 24.236 
Total 1974.462 74 
Sem3 Between 1403.470 2 701.735 32.436 . 000 
Within 1557.674 72 21.634 
Total 2961.143 74 
Sem4 Between 309.916 2 154.958 4.348 . 016 
Within 2566.034 72 35.639 
Total 2875.951 74 
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Differences in the performance between BHM and BFSM could be the result of 
the following. It can be noted from the table that 
a) BHM students performed better that BFSM 
b) BFSM started slowly and improved almost every semester. 
8.3.2.3 Exit Qualification (EXQ) 
Table 8.62: Degree Class Attainment 
In total (Table 8.62), 10% of the graduates attained first class, 61% finished with 
upper second, 29% completed with lower second but no third class holder or 
pass. In Table 8.63, BHM had 9.3% first class, 72.2% upper second; % 18.5 had 
lower second. While BFSM's first class achievers were 10.7%, 45.3% graduated 
with upper second and 44.0% finishes with lower second. The Pearson chi- 
square shows a significant difference in BHM existed, but none in BFSM. 
Table 8.63: Degree Class Attainment - By Course and Year 
chi' 
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8.3.2.4 Job (JOB) and Salary (SAL) 
Table 8.64: First destination iob 
Table 8.65: UiTM Degrees First destination job - by programme 
In Table 8.64, the unknown figure for first destination job was 59%. It was more 
than half of the sample population. Four percent continued for further education, 
3 percent landed job in the operational category. Six percent worked as 
supervisors, 10 percent hold operation management post and 17 percent in 
specialist position. The job level differences between years were not significant. 
Illustrated in Table 8.65,14 % of the BHM manage to obtain job in management 
level, 8% work as supervisor, 2% in the operational field while 11 % work in the 
specialist level. The BFSM's data were almost similar with those of BHM except 
only 7% obtain job in management level. Almost 3% works as supervisor, 4% 
in the operational level and 27 % work in specialist level. 
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Table 8.66: First destination salary 
`Pearson chi-square: Asymp. Sig. (2-sided) MYR: Malaysian Ringgit 
Given in Table 8.66 is the first destination salary. 0.5 percent got salary below 
MYR9,000, three percent had between MYR9,000 to MYR1 1,999. Seven 
percent between MYR12,000 to MYR14,999.13 percent earned between 
MYR15,000 and MYR17,999, while 7 percent got MYR18,000 to MYR20,999 
and 2 percent received more than MYR21,000. 
8.3.2.5 Statistical test for Model Fit 
Similar to the earlier Section (8.3.1.5) in establishing a performance model, two 
statistical tests were carried out (i) Pearson Correlation Matrix and (ii) linear 
regression. For UiTM diplomas data, eleven variables lied within the academic 
- employability path. The variables were EQ, Academic Performance (AP) - 
measured at each academic levels (Semi, Sem2, Sem3, Sem4, Sems (PSTA), 
Sem6, and Oscor), Exit Qualification (EXQ) measured at diploma classification 
(DC), Job (JOB) and Salary (SAL). 
Pearson Correlation matrix 
The Pearson Correlation matrix of the nine variables investigated in this study 
is shown in Table 8.67. As can be seen, four of the variables are correlated 
over . 543. The 
intercorrelations among Semi, Sem2, Sem3, Sem4, Oscor and 
Degree Class were greater than 5. 
Different from the correlation matrix for UniS Degrees and UiTM Diplomas, 
UiTM degrees correlation matrix exhibited marginal correlation between EQ 
and the rest of the variables at 0.05 level except between EQ - Job and Salary. 
Strong correlation (above . 500) existed between Oscor and AP variables, and 
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between DC and AP variables. Another interesting fact that is expected in the 
correlation between Job - Sem4, Oscor and DC, and between Salary - Sem4, 
Oscor, DC and Job. Even though the correlation was marginal, the existence of 
these correlations justified the theory that there are relationships between AP, 
EQ, Job and Salary. 
Table 8.67: Pearson Correlation Matrix UiTM Degrees (All Students) 
EQ Semi Sem2 Sem3 Sem4 Oscor DC Job Salary 
EQ 1.000 
N 183 
Semi 462** 1.000 
N 183 183 
Sem2 425#* 1.000 
N 183 183 183 
Semi 256* 3T ** 307 * 1.000 
N 183 183 183 183 
Sem4 4t1 *15 M64 * : 265"*, 205** 1.000 
N 183 183 183 183 183 
Oscor 1490 
z7** : 635*: *, 429** 702**, 1.000 
N 183 183 183 183 183 183 
DC 385** : 619*s 496** : 324* 569`* 840"* 1.000 
N 183 183 183 183 183 183 183 
Job 098 . 223 . 200 . 017 337** 
310* X335** 1.000 
N 75 75 75 75 75 75 75 75 
Salary . 107 . 180 . 186 . 153 353** 
X34 ÖÖ* 480* 1.000 
N 70 70 70 70 70 70 70 70 70 
**Correlation significant at 0.01 level (2-tailed) 
*Correlation significant at 0.05level(2-tailed) 
Key : Seml : Semester I Sem4 : Semester 4 EQ : Entry Qualification Point 
Sem2 : Semester 2 Oscor: Overall Score (CGPA) Job : First Destination Job 
Sem3 : Semester 3 DC : Degree Class Salary: First Destination Salary 
Table 8.68: Pearson Correlation All Students - 1997 
EQ Semi Sem2 Sem3 Sem4 Oscor DC Job Salary 
EQ 1.000 
N 57 
Semi , 60O* 1.000 
N 57 57 
Sem2 425*` 652 * 1.000 
N 57 57 57 
Sem3 . 142 . 201 
472** 1.000 
N 57 57 57 57 
Sem4 399 476' 5I4** 524"# 1.000 
N 57 57 57 57 57 
Oscor 542`* 782**, ; 689** 479#" 823"* 1.000 
N 57 57 57 57 57 57 
DC 550 754`* 617'* 497** 758*` . 
879** 1.000 
N 57 57 57 57 57 57 57 
Job . 166 , 
436; x_ 
482. 
. 301 
391 : 459 1.000 
N 33 33 33 33 33 33 33 33 
Salary -. 079 . 270 . 
270 k5; 509**; 
ä491 
. 364 . 195 
1.000 
N 26 26 26 26 26 26 26 26 26 
**Correlation significant at 0.01 level (1-taile(i) 
*Correlation significant at 0.05level (2-tailed) 
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Viewing Table 8.68, Table 8.69, Table 8.70 correlation happened between 
almost all variables except between Job - EQ and AP variables, and Salary - 
EQ and AP variables. Strong correlation (above . 500) in 1997 between Salary - 
Sem3 and Sem4 suggesting that, the better the performance in Sem3 and 
Sem4, the better will be the salary. Another strong correlation was found 
between Job and Salary (. 588) in Table 8.69. 
Table 8.69: Pearson Correlation All Students - 1998 
EQ Semi Sem2 Sem3 Sem4 Oscor DC Job Salary 
EQ 1.000 
N 78 
Semi . 395** 1.000 
N 78 78 
Sem2 . 398* . 500 1.000 
N 78 78 78 
Sem3 . 302" . 290' . 216 1.000 
N 78 78 78 78 
Sem4 . 633** . 364** 227* . 243* 1.000 
N 78 78 78 78 78 
Oscor . 614** . 
781 ** 
. 694** 486** . 733" 1.000 
N 78 78 78 78 78 78 
DC . 556* 639** . 583** . 
466** 670** 852** 1.000 
N 78 78 78 78 78 78 78 
Job . 193 . 198 . 238 -. 
041 . 112 . 221 . 169 1.000 
N 37 37 37 37 37 37 37 37 
Salary . 205 . 131 . 
231 . 111 . 096 . 227 . 
231 588`* 1.000 
N 28 28 28 28 28 28 28 28 28 
*Correlation significant at U. UI level (2-taile(l) 
*Correlation significant at 0.05level (2-tailed) 
Table 8.70: Pearson Correlation All Students - 1999 
EQ Sem 1 Sem2 Sem3 Sem4 Oscor DC Job Salary 
EQ 1.000 
N 48 
Sem l : 353* 1.000 
N 48 48 
Sem2 : 374** 662** 1.000 
N 48 48 48 
Semi . 269 
479** 530** 1.000 
N 48 48 48 48 
Sem4 369** . 204 17 . 
007 1.000 
N 48 48 48 48 48 
Oscor 457** : 683 781 ** 769`* 440** 1.000 
N 48 48 48 48 48 48 
DC 366* : 558** '644" 6 303* : 819** 1.000 
N 48 48 48 48 48 48 48 
Job -. 196 - 926* - 953* -. 869 -. 978** 
- 979** -1.000** 1.000 
N 5 5 5 5 5 5 5 5 
Salary . 196 
: 926* . 953* . 869 . 978**. : 979** 
1.000*` 1000 1.000 
N 5 5 5 5 5 5 5 55 
**Correlation significant at u. u i ievei ýz-taiºeo) 
*Correlation significant at 0.05level (2-tailed) 
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Table 8.70 exhibited some interesting correlation between the variables. Almost 
every variable was correlated between each other. It might suggest that this 
group was a perfect group. The correlation were marginal (above . 300 but 
below . 500) and some were strong (above. 500). Very strong correlation found 
between Salary - Semi (. 926), sem2 (. 953), Sem4 (. 978), Oscor (. 979) and 
perfect correlation with DC (1.000), but negative perfect correlation with Job (- 
1.000). Strong negative correlation found between Job - Sem4 (-. 978), Oscor (- 
. 979) and 
DC (-1.000). 
Table 8.71: Pearson Correlation - BHM 
EQ Semi Sem2 Sem3 Sem4 Oscor DC Job Salary 
EQ 1.000 
N 108 
Semi . 
396** 1.000 
N 108 108 
Sem2 . 
437** 454** 1.000 
N 108 108 108 
Sem3 273*' 198* X2361 1.000 
N 108 108 108 108 
Sem4 426* : 437** 378** 1.000 
N 108 108 108 108 108 
Oscor 51 544** . 563** . 315** 
. 766** 1.000 
N 108 108 108 108 108 108 
DC 241 * 520*" ; 389 `* : 200* : 585** 827** 1.000 
N 108 108 108 108 108 108 108 
Job -. 030 . 207 . 097 . 082 
345* . 359* 
438** 1.000 
N 38 38 38 38 38 38 38 38 
Salary . 011 . 170 . 
270 40i . 281 . 334 . 193 
418* 1.000 
N 34 34 34 34 34 34 34 34 34 
**Correlation signiticant at U. Ullevel (2-talle(l) 
*Correlation significant at 0.05leve1(2-tailed) 
For BHM course (Table 8.71), correlation happened between EQP, Semi, 
Sem2, Sem3, Sem4, Oscor and DC. Correlation involving Job only existed 
with Sem4, Oscor and DC that was marginally significant. Another correlation 
found in the same table was correlation between Salary and Sem3, and Salary 
-Job. 
The correlations in Table 8.72 were stronger than those of BHM, in which most 
of the correlation were above . 500. Marginal correlations were 
between EQP- 
sem3, Seml-Sem3, Sem4-Sem3, and DC-Sem3. Job was correlated with Sem4, 
and then salary was correlated with Sem4, DC and Job. See Appendix D22 to 
D27 for by year correlation between programmes. 
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Table 8.72: Pearson Correlation - BFSM 
EQ Semi Sem2 Sem3 Sem4 Oscor DC Job Salary 
EQ 1.000 
N 75 
Sem l ; 586** 1.000 
N 75 75 
Sem2 : 538** . 555"i 1.000 
N 75 75 75 
Sem3 . 284* 321 ** . 131 1.000 
N 75 75 75 75 
Sem4 541**, 471'* : 438** . 250* 1.000 
N 75 75 75 75 75 
Oscor 681 * : 807** ; 758** 533** 780" 1.000 
N 75 75 75 75 75 75 
3. ** ` 25** 422** 6 3** `s 5** 1.000 
N 75 75 75 75 75 75 75 
Job . 168 . 251 . 264 -. 022 
363'* 
. 293 . 293 1.000 
N 37 37 37 37 37 37 37 37 
Salary . 178 . 248 . 210 . 002 
402* 
. 299 
: 398* 551*' 1.000 
N 36 36 36 36 36 36 36 34 36 
"Correlation signiticant at 0.01level (2-tailed) 
*Correlation significant at 0.05level (2-tailed) 
Linear Regression 
In evaluating the strength that predictor variable had upon dependent variable, 
linear regression would be able to justify it. Within the UiTM degree 
performance model, EQ, Seml, Sem2, Sem3, Sem4, and Oscor were good 
predictors for DC. 
Table 8.73: Performance Model Summary 
Model R R Square Adjusted R 
Square 
Std. Error of 
the Estimate 
1 . 859 . 738 . 729 . 
310 
a Predictors: (Constant), Oscor, Sem3, EQ, Sem2, Semi, Sem4 
The relation between the predictors and the dependent variable was high at 
. 859 and standard error . 310 is given 
in Table 8.73. The Anova test (Table 
8.74) was statistically significant at . 000 and 
F ration was 82.776. The 
predictor's variable in the order of importance towards diploma classification 
were Oscor, Sem3, EQP, Sem2, Semi, and Sem4. The regression test 
revealed that the performance model fits well (see Table 8.75). 
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Table 8.74: ANOVA 
Model Sum of Df Mean Square F Sig. 
Squares 
1 Regression 47.480 6 7.913 82.776 
. 000 Residual 16.826 176 9.560E-02 
[Total 64.306 182 
a I'reaictors: (t; onstant), Uscor, 5em3, LU, Semi, Semi, Sem4 
b Dependent Variable: Degree Class 
Table 8.75: Linear Regression Coefficients - UiTM Degrees 
Unstandardized 
Coefficients 
Standardized 
Coefficients 
Model B Std. Error Beta t Sig. 
1 (Constant) -3.926 . 373 -10.517 . 000 EQP . 00996 . 010 . 047 1.001 . 318 Sem l . 006207 . 006 . 060 1.014 . 312 Sem2 . 002975 . 006 . 027 . 500 . 618 Sem3 . 005822 . 004 . 061 1.402 . 163 Sem4 . 007036 . 006 . 070 1.137 . 257 Oscor . 094597 . 012 . 695 7.618 . 000 
a Dependent Variable: Degree Glass 
8.3.2.6 Summary 
On UiTM degree student performance, EQ was found to be correlated to AP 
variables and exit qualification (DC). EQ on the other hand was not correlated 
with Job and Salary. 
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8.4 Educators' Survey 
The purpose of the educators' survey was to look at the possible relationship 
between nature of curricula offered at higher education institutions with 
students' academic performance and their employability. The survey was 
conducted at University of Surrey in England, and Universiti Teknologi MARA in 
Malaysia. The findings presented below follows the sequence of the 
questionnaire, and starting from the University of Surrey followed by Universiti 
Teknologi MARA. 
8.4.1 University of Surrey 
Self-administered questionnaires were distributed to the educators at School of 
Management Studies for the Service Sector (SMSSS). Out of 37 
questionnaires sent, 27 were returned with a response rate of 70 percent. 
Twenty-six were usable with one returned incomplete. 
8.4.1.1 Nature of Curriculum 
SMSSS educators were asked about their perception ofn the modules offered 
for the BHCM and BIHTM programmes, which of the syllabuses they thought 
were specific to the hospitality industry and which were more of a general 
business modules. Given in Table 8.76 is the educators' perception listed in 
the order of the most industry specific to the most general. Using the mean of 
4.0 as a threshold, 28 modules were perceived as industry specific and 22 
modules were generic (general business). 
It is not correct to say that the 28 modules represent 56% being industry 
specific and 22 modules represent 44% being generic. The modules were a 
combination of both BHCM and BIHTM programme modules, listed in order to 
gather the perception of educator in identifying which is industry specific and 
which is generic (general business). An evaluation and comparison of the 
actual modules taken by BHCM graduates and BIHTM will be presented in the 
next chapter. 
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Table 8.76: Nature of Curricula 
Modules N Mean Std. Dev Nature 
Advance F&B operation 26 1.577 0.643 Specific 
International In-flight Catering Operations 26 1.692 0.884 Specific 
International Hospitality Operation management 26 1.769 0.815 Specific 
F& B Operations 26 1.769 0.652 Specific 
Room Division Management 26 1.846 1.047 Specific 
F&B management 26 1.885 0.766 Specific 
International Flight Catering Management 26 1.962 0.916 Specific 
Introduction to the Hospitality Industry 26 2.038 0.958 Specific 
Professional Training Stage 27 2.185 1.495 Specific 
International Tourism Cases 26 2.269 1.218 Specific 
Gastronomy 26 2.385 1.203 Specific 
International Tourism management 26 2.500 1.334 Specific 
Food Nutrition Management 26 2.500 1.068 Specific 
Nutrition 26 2.538 1.334 Specific 
International Tourism Operations 27 2.593 1.600 Specific 
Food Quality 26 2.654 1.056 Specific 
Introduction to Hospitality and Tourism Marketing 26 2.654 1.263 Specific 
Food Commodities 26 2.808 0.801 Specific 
Food Choice & Acceptability 26 2.885 1.479 Specific 
Management Information System for Hospitality 26 2.962 1.038 Specific 
Food Technology 26 3.192 1.415 Specific 
Food Society 26 3.500 1.965 Specific 
Service Sector Marketing 26 3.615 1.722 Specific 
Final Year Project 27 3.741 1.655 Specific 
Properties Management 26 3.769 1.728 Specific 
Work Study 26 3.846 1.713 Specific 
Operation Analysis 26 3.962 1.865 Specific 
Entrepreneurial Business Development 26 4.923 1.197 Generic 
Industrial Relation 26 4.962 1.509 Generic 
Consumer Protection Law 26 5.000 1.470 Generic 
Entrepreneurship - Theory & Practice 26 5.077 1.093 
Generic 
Information Management 26 5.231 1.177 Generic 
Organizational behavior 26 5.346 1.384 Generic 
Strategy and Tactics for IT 26 5.346 1.355 Generic 
Managing with and through Organization 26 5.385 1.203 Generic 
Risk Management 26 5.385 1.388 Generic 
Information Systems Development 26 5.385 1.134 Generic 
Foreign Language 26 5.423 1.447 Generic 
Business Control 26 5.462 1.555 Generic 
Issues in the Management of Human Resources 26 5.462 1.140 Generic 
Employment Law 26 5.500 1.208 Generic 
Law for managers 26 5.538 1.208 Generic 
English 26 5.538 1.555 Generic 
Financial Management 26 5.615 1.169 Generic 
Introduction to Business Research methods 26 5.692 1.050 Generic 
Business Finance 26 5.692 1.463 Generic 
Business Strategy 26 5.769 1.210 Generic 
Business Accounting 26 5.808 1.201 Generic 
Business Economics 26 6.269 0.874 Generic 
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8.4.1.2 Proportion of the Specificity of the curricula. 
The educators' perception on what proportion of the BHCM and BIHTM 
modules in total should be hospitality industry specific or generic (general 
business) is illustrated in Table 8.77. The educators say that 41 percent should 
be industry specific and 59 percent of the curricula should be generic. 
Table 8.77: Educators' perception on the proportion of the curricula 
N Min Max Mean Std. Dev 
Industry specific modules 
Generic modules 
26 
26 
23 
30 
70 
77 
40.882 
59.111 
11.453 
11.453 
8.4.1.3 First Career Destination 
Educators' perception on where the graduates would be soon after they 
completed their education at the university would provide an insight on what 
kind of job should the graduates go for. The result in Table 8.78 illustrates the 
educators' belief. They says that 7 percent of the graduate's would further their 
qualification. About 11.8 percent would take non-hospitality career, 17.5 
percent will be fortunate to get specialist positions. Around 20 percent would be 
expected to work in operation management, a staggering 20 percent would 
land operational job, and the balance of 23 percent would hold supervisory 
post. 
Table 8.78: First career destination. 
Destination N Mean Std. Dev. 
Further qualification 26 7.111 4.179 
Non-hospitality 26 11.845 6.817 
Specialist 26 17.482 9.870 
Operation management 26 19.923 8.416 
Operational 26 20.841 20.287 
Supervisory 26 23.000 12.162 
8.4.1.4 Global Acceptability of Hospitality Graduates 
Table 8.79 illustrates the findings of the UniS' Educators perception on global 
acceptability of hospitality graduates. The question asked was, "does a 
graduate trained in one part of the world have acceptability in another. " The 
result was based on yes or no answers. The intervals used to differentiate the 
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total were 0 to 33.9 percent (green shade) considered as indicating the least 
accepted, 34 to 66.9 percent (yellow shade) indicated as moderately accepted, 
and 67 to 100 percent (blue shades), as most or highly accepted. 
UniS' educators believed that students trained in UK, USA, Canada would be 
highly accepted in other part of the world. Students trained in EU are highly 
accepted in UK, Middle East and Far East Asia, but moderately accepted in the 
other regions. Students trained in Australia and New Zealand are highly 
accepted in USA and Canada but moderately accepted in other part of the 
world. Students trained in other than those mentioned above fall under the 
least acceptance category. 
8.4.2 Universiti Teknologi MARA 
Self-administered questionnaires were distributed to the educators at Faculty of 
Hotel and Tourism Management (FHTM). Out of 71 questionnaires sent, 55 
were returned with a response rate of 77 percent. All 55 responses were 
usable. 
8.4.2.1 Nature of Curriculum 
The educators were presented with two sets of programme modules; the first 
set was the diplomas' modules and the other set was degrees' modules. Table 
8.80 presented the educators perception of the diplomas' modules listed from 
the most specific to the most general. Using the same mean of 4.0 as a 
threshold, (any mean falls below 4.0 would be specific and any mean that is 
above 4.0 would be generic) resulted in 28 modules were industry specific and 
11 modules were generic (general business). 
As discussed in Section 8.4.1, it is not correct to say that the 28 modules 
represent 71 % being industry specific and 11 modules represent 29% being 
generic even though the condition might be true. The result in Table 8.81 is the 
same as Table 8.80. The distribution of the modules based on degree of 
specificity and generic will be discussed in the next chapter. 
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Table 8.80: FHTM educators' perception on the modules for the DHM and DFSM 
Modules N Mean Std. Dev. Nature 
Basic Cookery 55 1.964 1.290 Specific 
Basic Pastry 55 2.055 1.353 Specific 
Malaysian Cuisine 55 2.145 1.380 Specific 
Housekeeping 55 2.182 1.402 Specific 
Dining Room Service 55 2.200 1.445 Specific 
Kitchen management 55 2.200 1.268 Specific 
Food Production 55 2.327 1.479 Specific 
Fundamental of Food 55 2.418 1.083 Specific 
Catering System Operation 55 2.455 1.303 Specific 
Front office management 55 2.455 1.597 Specific 
Advance Food Preparation 55 2.473 1.464 Specific 
Advance Food Studies 55 2.527 1.386 Specific 
Food & beverage Control 55 2.636 1.445 Specific 
Restaurant Management 55 2.636 1.445 Specific 
Introduction to the Hospitality Industry 55 2.691 1.399 Specific 
Food Service Operations 55 2.709 1.329 Specific 
Food Service Sanitation 55 2.727 1.340 Specific 
Introduction to Nutrition 55 2.927 1.372 Specific 
Foodservice Accounting 55 3.073 1.317 Specific 
Hospitality Management Accounting 55 3.145 1.325 Specific 
Hotel English 55 3.145 1.860 Specific 
Applied Nutrition 55 3.182 1.307 Specific 
Innkeepers Law 55 3.309 1.526 Specific 
Computer Application for Food Service 55 3.345 1.590 Specific 
Professional Training 55 3.345 1.927 Specific 
Food Chemistry 55 3.418 1.397 Specific 
Bookkeeping 55 3.545 1.399 Specific 
Fundamental of Management 55 3.909 1.456 Specific 
Basic Chemistry 55 4.073 1.574 Generic 
Human Resource Management 55 4.164 1.719 Generic 
Islamic Education 55 4.200 1.615 Generic 
Principle of Accounting 55 4.455 1.573 Generic 
Introduction to Computer 55 4.455 1.537 Generic 
Physiology 55 4.473 1.451 Generic 
Foreign Language 55 4.491 1.439 Generic 
Principle of Marketing 55 4.564 1.793 Generic 
Entrepreneurial Studies 55 4.582 1.370 Generic 
Physical Plant Maintenance 55 4.600 1.396 Generic 
Economics 55 4.727 1.312 Generic 
Table 8.81 illustrates the educators' perception on the degrees' modules. Using 
the same threshold at the mean of 4.0,19 modules were industry specific and 7 
modules were generic (general business). 
Table 8.81: FHTM educators' perception on the modules for the BHM and BFSM 
Modules N Mean Std. Dev Nature 
Menu development 55 2.400 1.486 Specific 
Advance Foods 55 2.473 1.399 Specific 
Food Service Administration 55 2.509 1.502 Specific 
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Modules (continue) N Mean Std. Dev Nature 
Room Division Management 55 2.582 1.315 Specific 
Internship Supervision 55 2.600 1.695 Specific 
F&B Operation Analysis 55 2.618 1.326 Specific 
Industrial Attachments 55 2.655 1.766 Specific 
Room Division Operational Analysis 55 2.673 1.454 Specific 
Hotel & Restaurant Design & Layout 55 2.673 1.528 Specific 
Purchasing and Procurement 55 3.073 1.643 Specific 
Financial Aspect of Hospitality Management 55 3.255 1.578 Specific 
Service Management 55 3.382 1.881 Specific 
Hospitality Management Information System 55 3.400 1.369 Specific 
Service Marketing 55 3.473 1.773 Specific 
Hospitality Human Resource Management 55 3.618 1.627 Specific 
Seminar in Industry perspective 55 3.782 1.792 Specific 
Hospitality Business Strategy 55 3.782 1.863 Specific 
Research Method 55 3.800 2.058 Specific 
Research Project 55 3.855 2.094 Specific 
Job Application Process 55 4.091 1.309 Generic 
Report Writing 55 4.182 1.722 Generic 
Speech Communication 55 4.291 1.707 Generic 
Procedure of Meeting 55 4.455 1.525 Generic 
Business Statistics 55 4.545 1.425 Generic 
Business Math 55 4.618 1.254 Generic 
Managerial Economics 55 4.800 1.297 Generic 
8.4.2.2 Proportion of the Specificity of the curricula. 
The educators' perception on what proportion of the diplomas and degrees 
programme modules in total should be industry specific or generic (general 
business) is presented in Table 8.82. FHTM educators say that 47.5 percent 
should be industry specific and 52.5 percent of the curricula should be generic. 
Table 8.82: Educators' perception on the proportion of the curricula. 
N Min Max Mean Std. Dev 
Industry specific modules 
Generic modules 
55 
55 
15 
25 
75 
85 
47.545 
52.636 
15.452 
15.180 
8.4.2.2 First Career Destination 
FHTM educators were asked on their perceptions of diplomas' holders and 
degree graduates' first career destination. Presented in Table 8.83 (lowest 
mean to the highest), the educators believed that nine percent of the diploma 
holders take non-hospitality career. A surprising 10 percent would be able to 
get specialist position, about 15 percent would further their qualification and 16 
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percent would be in operation management. It was expected that supervisory 
job will be filled by 25 % of the diploma holders and 26 percent in the 
operational position. 
Table 8.83: First career destination. 
Level Destination N Mean Std. Dev. 
Diploma Non-hospitality 55 9.128 3.900 
Specialist 55 10.439 8.222 
Further qualification 55 15.286 12.055 
Operation management 55 15.717 9.870 
Supervisory 55 25.308 11.364 
Operational 55 26.258 18.560 
Degree Non-hospitality 55 9.256 6.427 
Further qualification 55 10.606 6.567 
Specialist 55 16.450 9.458 
Operational 55 19.950 16.151 
Operation Management 55 20.324 10.790 
Supervisory 55 24.324 9.165 
In the case of degree graduates, nine percent would go for non-hospitality 
position, about 11 % would further their qualification, 16.5 % in specialist 
position, 20 % landed in operational jobs, anther 20 % in operation 
management and 24 percent would hold supervisory post. The result shows 
that the levels of job for the diploma holders are in the operational and 
supervisory category while for the degree graduates, they get jobs in the 
supervisory and operation management category. 
8.4.2.4 Global Acceptability of Hospitality Graduates 
Table 8.84 illustrates the findings of the UiTM's educator's perception on global 
acceptability of hospitality graduates. The educators believed that students 
trained in UK, USA, Canada, EU, Australia and New Zealand are highly 
accepted these same regions including Southeast Asia. However, they are 
moderately accepted in other part of the world, which was the same to students 
trained in Southeast Asia, Far East Asia, Australia, New Zealand and Central 
and South America. Students trained in the Middle East, African and Caribbean 
are the least accepted in other region. 
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8.4.2.5 Educators' qualitative comment 
Some educators had gave their comments such as: 
1. "Hospitality industry requires graduate to be skilful and not just 
knowledgeable. Thus, sufficient training, practical and working experience, 
would give greater impact on their career opportunity and advancement 
regardless of any nation. " 
2. "It is important to concentrate on industry specific which the student will 
realise the opportunity in the hospitality industry. The industry is looking for 
the people / graduates who are more involve in industry specific 
curriculum rather than general business curriculum basis. " 
8.4.3 Summary 
Educators had divided opinions in term of the specificity of the curricula. 
Educators in UniS has realistic perception about the curricula but were not in the 
first destination job. Global acceptability - students trained in developed region 
were easily accepted in the other region but not from the under developed 
region. The educator background must have an influence on their perception 
towards the acceptability. Educators in UiTM had strong feeling that diploma 
module should be more industry specific as to general business, while for degree 
module it should be more general. It seemed that UiTM educators' view of the 
global acceptability of UiTM degrees was realistic considering they are relatively 
unknown outside the country. 
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8.5 Industry Professionals' Survey 
The rationale for conducting a survey to the industry professionals was (1) to 
cross-reference the factors, criteria and competences that industry view as 
important for recruitment. Cross-referencing would help in establishing data 
validity as well as to point that academic and industry are `talking the same 
language. ' The survey was conducted in the UK and Malaysia. The sample 
subjects were professionals in the industry that were responsible in mentoring 
industry professional placement for hospitality students, and personnel 
recruiters. 
The data were treated separately between country as well as types of 
respondent. The reason was that, a cross-cultural research should be treated 
separately since it carries different values, cultural background, opinions and 
principals (Brislin et al, 1973; Verma & Mallick, 1988; Van de Vijver & Leung, 
1997). The presentation of data started with survey conducted in UK followed 
by survey conducted in Malaysia. 
8.5.1 United Kingdom 
The industry survey involved two types of respondent, industry professional 
responsible in mentoring professional training of hospitality students, and 
personnel recruiters. Even though they have the same professional background 
but they had differences responsibility, thus their responses were treated 
separately. 
8.5.1.1 Competence (COM) 
In presenting the finding for the competence statements, the researcher had 
treated the respondent group separately because of the difference in the type 
of response required. The aim was to identify the significant differences 
between the two groups. Table 8.85 presented the expected competences, 
actual competence and the gap of the two. The formula in measuring the gap 
is: 
Actual competence - Expected competence = Competence Gap 
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Table 8.85: Competence Statements - Expected, Actual and Gap 
Competence Statements IP Mentor (n=25) IP Recruiter (n=54) 
Expected Actual Gap Expected Actual Gap 
1. MANAGEMENT ANALYSIS TECHNIQUES 
Using marketing analysis 4.8 4.33 -0.47 4.28 4.17 -0.11 
Using financial analysis 5.56 3.83 -1.73 5.19 4.67 -0.52 
Using operational mgmt skills & technique 5.56 4.24 -1.32 5.91 4.83 -1.07 
Apply research methods 3.64 3.29 -0.35 3.57 4.5 
Apply accounting methods 4.36 3.88 -0.49 4.54 4.67 0.13 
Using task/job analysis 5.88 3.92 -1.96 5.07 4.67 -0.41 
Using hrm skills & tech. 6.12 4.29 -1.83 5.89 5.17 -0.72 
Managing and lead group process 5.24 3.67 -1.57 5.5 4.83 -0.67 
Applying yield mgmt methods 4.32 2.79 -1.53 4.48 3.83 -0.65 
Applying entrepreneurial methods 4.84 3.67 -1.17 4.26 4 -0.26 
Applying crisis mgmt methods 4.8 3.29 -1.51 4.43 3.67 -0.76 
2. ADAPTATION TO ENVIRONMENT CHANGES & ACQUISITION O F KNOWLEDGE 
Adapting to changing circumstances 5.88 3.64 -2.24 5.91 417 -1.74 
Being aware to current knowledge 3.76 3.52 -0.24 3.65 4 0.35 
Seeing how things fit in the big picture 5.56 4.76 -0.8 5.35 5.17 -0.19 
Making decision under pressure and 5.6 3.64 -1.96 5.78 4 -1.78 
uncertainty 
Organizing large amount of info into meaningful 5.16 4 -1.16 5.17 5.17 0 
pattern 
Aware of social protocol & etiquette 6.04 4.44 -1.6 5.35 4.83 -0.52 
Establish personal criteria for work quality & 6.24 4.48 -1.76 5.61 4.17 -1.44 
standard 
Continuing education for personal development 4.8 4.08 -0.72 4.5 5.5 1 
3. PERSONAL SKILLS 
Making presentation 5.88 4.88 -1 5.09 6 
Applying interpersonal skills 6.6 5.08 -1.52 6 5.67 -0.33 
IT literate 6.2 5.88 -0.32 5.63 6.83 
4. MANAGEMENT OF EMPLOYEE & JOB 
Enhance socialization & interpersonal 6.44 4.88 -1.56 5.89 4.5 -1.39 
relationships 
Taking a job wanting to perform 5.84 4.44 -1.4 5.83 5.17 -0.67 
Maintaining professional appearance and poise 6.64 4.76 -1.88 5.94 5.5 -0.44 
Developing job spec. or description 4.84 3.96 -0.88 4.33 4.5 1? 
ff, 10-02 
Supervising the works of others 5.2 4.17 -1.03 5.91 4.17 -1.74 
Applying staff performance appraisal 5.8 4.21 -1.59 5.67 5 -0.67 
Using staff training tech. 5.4 4.04 -1.36 5.96 4.67 -1.3 
Applying self-evaluation tech. 5.76 4.29 -1.47 5.5 4.67 -0.83 
Taking a chance of job enlargement 5.12 4.24 -0.88 5.31 4.67 -0.65 
5. PROBLEM IDENTIFICATION & COMMUNICATION 
Identify & define problem 5.76 4.44 -1.32 5.93 4.83 -1.09 
Communication with clients and customers 6.48 5.42 -1.06 6.56 6.17 -0.39 
Acting in an ethical manner 6.88 5.36 -1.52 6.52 6.17 -0.35 
Communicate with employee 6.88 5.24 -1.64 6.69 5.5 -1.19 
Apply negotiating methods 5.64 3.96 -1.68 5.46 4.83 -0.63 
Apply second language skill 5.48 4.56 -0.92 3.94 4.17 
Apply problem solving methods 5.92 4.44 -1.48 5.63 4.83 -0.8 
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Competence Statements IP Mentor (n=25) IP Recruiter (n=54) 
(continue) Expected Actual Gap Expected Actual Gap 
6. OPERATION TECHNIQUES & KNOWLEDGE 
Maintain consistent service quality 6.88 5.63 -1.26 6.57 6.33 -0.24 
Enhance suggestive selling technique 5.92 3.96 -1.96 5.63 4.5 -1.13 
Obtaining facility and product knowledge 6.32 5 -1.32 6.04 5.33 -0.7 
Using housekeeping tech. 5.32 3.56 -1.76 4.82 4.17 -0.66 
Using F&B merchandising technique 3.72 3.96 :, 5.4 4.5 -0.9 
Using food production technique 3.72 4.04 0 32 5.24 4.5 -0.74 
Using stock control technique 3.84 3.76 -0.08 5.37 4.33 -1.04 
Using food service technique 3.88 4.36 M 5.35 5 -0.35 
Using guest reservation technique 4.28 4.2 -0.08 4.56 4.67 
Apply safety and hygiene methods 5.04 4.24 -0.8 6.28 4.33 -1.94 
Apply purchasing mgmt methods 3.52 3.48 -0.04 5.04 4.67 -0.37 
Using beverage production methods 3.68 3.84 0: `16 - 4.93 4.83 -0.09 
Apply rooms mgmt methods 3.72 3.88 ;, O. 16' 4.59 4.33 -0.26 
Using banquet and catering technique 3.84 4.12 0.28 4.83 5 
Using menu planning technique 3.44 3.52 = 0O8 4.63 4.5 -0.13 
7. INNOVATION 
Develop innovative ways of work 5.84 4 -1.84 5.63 4.83 -0.8 
Forecasting future trends 5.28 3.12 -2.16 5.35 3.33 -2.02 
Building models and creative thinking 5 3.56 -1.44 4.76 4.33 -0.43 
A positive gap reflects that actual competence exceeded expectation, and a 
negative gap indicates inadequacy of competence level during training. 
Presented according to the mean, higher means indicates the competence 
being most essential and lowest mean indicates the competence being least 
essential. The discussion on this finding will be based on a comparative 
analysis between mentor's perception and recruiter's perception of each 
competence functional dimension. 
i) In the Management Analysis Technique dimension, Mentors expected 
that `Using HRM skills & techniques' as the most essential (m=6.12) 
while Recruiters expected that `Using operational management skills 
and techniques' as the most essential (m=5.91). For Actual 
competences, Mentors perceived that 'Using marketing analysis' 
(m=4.33) as highly adequate. At the mean time, Recruiters perceived 
that `Using HRM skills & techniques' (m=5.17) as most adequate. In the 
competence gap, the most gap in Mentors was `Using ask /job analysis' 
and the least gap was `Apply research methods'. On the part of 
Recruiters, there were two positive gaps, `Apply research methods' and 
Apply accounting methods'. The most gap was `Using operational 
management skills and techniques' 
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ii) In the Adaptation to Environment Changes & Acquisition of Knowledge 
dimension, Mentors expected that `Establish personal criteria for work 
quality & standard' as the most essential (m=6.24) while Recruiters 
expected that `adapting to changing circumstances' as the most 
essential (m=5.91). For Actual competences, Mentors perceived that 
'Seeing how things fit in the big picture' (m=4.76) as highly adequate. At 
the mean time, Recruiters perceived that 'continuing education for 
personal development' (m=5.5) as most adequate. In the competence 
gap, the most gaps in Mentors was `Making decision under pressure 
and uncertainty' and the least gap was `Being aware to current 
knowledge'. On the part of Recruiters, there were two positive gaps, 
`Being aware to current knowledge' and 'Continuing education for 
personal development'. The most gap was 'Making decision under 
pressure and uncertainty' 
iii) In the Personal Skills dimension, Mentors expected that `Applying 
interpersonal skills' as the most essential (m=6.6) while Recruiters also 
expected that `that `Applying interpersonal skills' as the most essential 
(m=6.0). For Actual competences, Mentors perceived that `IT literate' 
(m=5.88) as highly adequate. At the mean time, Recruiters also 
perceived that `IT literate' (m=6.83) as most adequate. In the 
competence gap, the most gap in Mentors was 'Applying interpersonal 
skills' and the least gap was `IT literate'. On the part of Recruiter, there 
were two positive gaps, `Making presentation' and `IT literature'. The 
most gaps was `Applying interpersonal skills'. 
iv) In the Management of Employee and Job dimension, Mentors expected 
that 'Maintaining professional appearance and poise' as the most 
essential (m=6.64) while Recruiters expected that `Using staff training 
techniques' as the most essential (m=5.96). For Actual competences, 
Mentors perceived that `Enhance socialization & interpersonal 
relationships' (m=4.88) as highly adequate. At the mean time, 
Recruiters perceived that `Maintaining professional appearance and 
poise' (m=5.5) as most adequate. In the competence gap, the most gap 
in Mentors was `Maintaining professional appearance and poise' and 
the least gap were 'Developing job spec. or description' and Taking a 
chance of job enlargement'. On the part of Recruiters, there was a 
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positive gap, `Developing job spec. or description' and the most gap 
was `Supervising the works of others. ' 
v) In the Problem Identification & Communication dimension, Mentors 
expected that `Acting in an ethical manner' and `Communicate with 
employee' as the most essential (both m=6.88) while Recruiters 
expected that `Communicate with employee' as the most essential 
(m=6.69). For Actual competences, Mentors perceived that 
`Communication with clients and customers' (m=5.42) as highly 
adequate. At the mean time, Recruiters also perceived that 
`Communication with clients and customers' and `Acting in an ethical 
manner' (both m=6.17) as most adequate. In the competence gap, the 
most gaps in Mentors was `Communicate with employee' and the least 
gap was `Apply second language skills'. On the part of Recruiters, there 
was a positive gap, `Apply second language skills' and the most gap 
was `Communicate with employee'. 
vi) In the Operation Techniques & Knowledge dimension, Mentors 
expected that `Maintain consistent service quality' as the most essential 
(m=6.88) while Recruiters expected the same that 'Maintain consistent 
service quality' as the most essential (m=6.57). For Actual 
competences, Mentors perceived that 'Maintain consistent service 
quality' (m=5.63) as highly adequate. At the mean time, Recruiters also 
perceived that `Maintain consistent service quality' (m=6.33) as most 
adequate. In the competence gap, there were seven positive gaps for 
the Mentors that were `Using F&B merchandising technique', Using food 
production technique', `Using food service technique', Using beverage 
production methods', Apply rooms management methods', 'Using 
banquet and catering technique', and Using menu planning technique. 
The most gap was `Enhance suggestive selling technique'. On the part 
of Recruiters, there were two positive gaps, `Using guest reservation 
technique' and "Using banquet and catering technique'. The most gap 
was `Apply safety and hygiene methods'. 
vii) In the Innovation dimension, Mentors expected `Develop innovative 
ways of work' as the most essential (m=5.84) while Recruiters also 
expected that `, Mentors expected `Develop innovative ways of work' as 
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the most essential (m=5.91). For Actual competences, Mentors 
perceived that `, Mentors expected `Develop innovative ways of work' 
(m=4.0) as highly adequate. At the mean time, Recruiters perceived 
that, Mentors expected 'Develop innovative ways of work' (m=4.83) as 
most adequate. In the competence gap, the most gap in Mentors was 
`Forecasting future trends' and the least gap was `Building models and 
creative thinking'. On the part of Recruiters, the most gap was 
`Forecasting future trends' and the least gap was `Building models and 
creative thinking'. 
8.5.1.2 Competence Functional Dimension 
Having rated the competences individually, the professionals were then asked 
to rank the competence functional dimension according to the extent to which 
they considered them to be essential. Table 8.86 illustrated the dimension 
ranked from most essential to least essential order. 
Table 8.86. Competence Dimension (Most essential to least essential) 
Functional Dimensions N Mean Std. Dev 
Management of employee and job 79 5.063 1.612 
Problem Identification and communication 79 4.696 1.353 
Personal skills 79 4.329 1.824 
Operation techniques and knowledge 79 3.962 2.163 
Adaptation of change & acquisition of knowledge 79 3.633 1.875 
Management analyses technique 79 3.342 2.124 
Innovation 79 2.899 2.067 
Ranked at the top was Management of Employee and Job (m=5.063), followed 
by Problem identification and Communication (m=4.696). Ranked third in 
essential was Personal skills (m=4.329), fourth was Operation Technique and 
knowledge (m=3.962). Fall at number five was Adaptation of change and 
acquisition of knowledge (m=3.633), then in number six was Management 
Analysis Techniques (m=3.342) and last was Innovation (m=2.899). 
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8.5.1.3 Employee and Recruitment Profile 
The current recruitment structure practised in the industry is given in Table 
8.87. Six percent of the employees in the industry were specialist, 10 percent 
operation management, 15 percent supervisors and 69 percent operational 
staff. 
Table 8.87: Employee Recruitment (Current Practice) 
Job Category N Mean Std. Dev. 
Specialist 52 5.788 5.144 
Operation Management 52 9.894 5.606 
Supervisory 52 14.644 8.699 
Operational 52 68.885 14.461 
8.5.1.4 Salary 
Table 8.88 presents the salary paid to those freshly graduated from university 
and in their first job. Based on the frequency of occurrence, salary for 
operational level was below GBP16,000 with the GBP10,000 to GBP11,999 
had the most number. Supervisory level, the pay was between GBP10,000 to 
GBP19,999 and the table shows that at a frequency of 19 the salary level is 
GBP14,000 to GBP15,999. Operation management salary level is between the 
range of GBP14,000 to GBP20,000 and above. Highest level in this range was 
GBP18,000 to GBP19,999. As expected, specialist got the most with 33 of the 
people earned. more than GBP20,000. Several factors that could influence the 
amount of salary to a particular level of job are type of business, size of 
operation and organization, and the regional location. 
Table 8.88: First Destination Salary 
Salary Level in GBP Specialist Operation 
manager 
Supervisor Operational 
Less of equal to GBP9,999 10 
GBP10,000 - GBP11,999 6 25 
GBP12,000 - GBP13,999 12 10 
GBP14,000 - GBP15,999 8 19 4 
GBP16,000 - GBP17,999 6 11 11 
GBP18,000 - GBP19,999 10 23 1 
More or equal to GBP20,000 33 7 
GBP: Great Britain Pounds 
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8.5.1.5 Career Destination 
In Table 8.89, the professional believed that for the graduate first career 
destination 5 percent further their qualification, 11 percent would join non- 
hospitality, 17 percent will do operational job, 18 percent would be lucky to get 
specialist post, 21 percent in the expected operation management level 
position and 28 percent hold supervisory works. 
Table 8.89: First Career Destination 
Level Area N Mean Std. Dev. 
Degree Further qualification 66 5.424 7.117 
Non-hospitality 67 10.761 11.830 
Operational 67 17.373 19.410 
Specialist management 67 18.224 27.680 
Operation Management 67 20.672 20.650 
Supervisory 67 28.119 26.027 
8.5.1.6 Recruitment - National or Foreign 
The majority of the recruitment was made with respect to the local or national 
institution. A very low percentage of 15 percent of the recruiter would recruit 
graduates from foreign institutions. (See Table 8.90) 
Table 8.90: Recruitment based on institution 
N Mean Std. Dev. 
Foreign institution 
National institution 
43 
43 
15.13 
84.87 
16.197 
26.872 
8.5.1.7 Specific Vs Generic 
Table 8.91: Proportion of nature of curricula 
Modules N Mean Std. Dev. 
Generic modules 
Industry specific modules 
73 
73 
47.89 
52.11 
12.50 
12.50 
Industry specific versus generic module was the centre of the nature . of 
curricula. Earlier the study looks at educators' perception on the nature of 
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curricula, now it was the professional perception of the proportion of 
subject/modules. The professional perceived that the curricula offered at higher 
institution should constitute 48 percent as generic and 52 percent as industry 
specific. (See Table 8.91) 
8.5.1.8 Recruiting Factors 
The recruiting factors evaluated by the professional were presented in Table 
8.92. The factors were listed in ascending order starting from the absolute 
essential to the least essential. 
`Ability of communicate', 'Appropriate attitude', `personal grooming' and 
Friendly personality was ranked high with means range above 6.00. Ranked in 
the range of 5.00 were `References' and `Work experience in the industry'. 
Moderately essential were `General work experience', `Supervisory experience', 
length of work experience'. Ranked low was `Degree Class', `University 
attended', `Leadership position', and `Participation in organisation'. The least 
essential were `Gender', `Fellow alumnus' and `Membership of honorarity 
society. ' 
Table 8.92: Recruiting factors (Absolute essential to least essential) 
Criteria N Mean Std. Dev. 
Ability to communicate 53 6.66 0.55 
Appropriate attitude 53 6.64 0.59 
Personal grooming 53 6.19 0.79 
Friendly personality 53 6.02 0.95 
Reference 53 5.32 1.34 
Work experience in hospitality 53 5.25 0.98 
Work experience (general) 53 4.85 0.86 
Supervisory experience 53 4.55 1.26 
Length of work experience 53 4.25 1.24 
Diversity of work experience 53 4.11 1.28 
Programme accredited by CHME, HCIMA etc 53 3.85 1.39 
Degree Class or Grade Point Average 53 3.68 1.33 
University or College attended 53 3.55 1.51 
Leadership position in student organ. 53 3.49 1.42 
Participation in students organisations 53 3.11 1.58 
Membership of honourary society 53 1.68 1.07 
Fellow alumnus 53 1.64 1.21 
Gender 52 1.63 1.68 
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8.5.1.9 Opinion 
Asking their opinion about what need to be done in relation to hospitality 
programme, in Table 8.93. Thirty-six of the professionals agreed that "there 
should be better education - industry relationship. " Twenty-one of them say 
"there need to be more vocational institute. " while 17 highlight the needs to 
`expand the current programme'. Only 9 said that they had to 'improve their 
course structure' and 1 believed 'nothing needs to be change'. 
Table 8.93: Opinion about labour situation 
Statement Frequency 
Better education-industry relationship 36 
More vocational institutes 21 
Expand current programme 17 
Improve course structure 9 
No change 1 
Others 0 
Thirty-three percent of the respondents preferred hospitality graduate when 
recruiting a new employee, 33 % says no, and 34% were missing as in Table 
8.94. 
Table 8.94: Recruiting preference 
Response Frequency Percent 
Yes 26 32.91 
No 26 32.91 
Missing 27 34.18 
98 100 
8.5.1.10 Professionals' qualitative comment 
Some of the comment by professionals includes: 
1. "Relevant skills, work placement experience, interest and enthusiasm for 
industry. " 
2. "Because their experience is more relevant and they understand the 
business they are committed to. " 
3. "Show an interest in the industry, more understanding of 24 hours 
operation. " 
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4. "Their background experience and training makes them more aware of the 
challenge within the industry. The industry needs to recognise itself much 
more as a profession. " 
5. "Joint industry-education initiative to upgrade image of industry. 
Government funding should equal to other similar industry i. e. construction. 
At HE level, hospitality education, fewer centre with more quality control / 
becomes centre of excellence. It has similar funding and resources. At FE 
level - return to greater emphasis on practical skills in qualification. " 
6. "The hospitality graduate will have sound spring-board from which to 
develop and has already displayed commitment to achieve. " 
7. "Lets get the colleges / universities who are running hospitality courses to 
work close with the industry and vice-versa. Don't need more institution, 
just better one. " 
8. "Previous operational experience in a variety of different department within 
a hospitality environment. " 
9. "As a hotel company, hospitality graduates tend to have more knowledge of 
the industry. However, we could consider non-hospitality. " 
10. "For certain top position, not all due to knowledge and sales background. " 
11. "For operational management hospitality course provide appropriate 
knowledge, most are hospitality graduates. " 
12. "They have shown preference for the hospitality industry, will be more 
effective in a shorter time than non-hospitality graduates. " 
8.5.1.11 Global Acceptability of Hospitality Graduates 
Table 8.95 illustrate the findings of the UK's professional's perception on global 
acceptability of hospitality graduates. They believed that students trained in UK, 
USA, Canada, EU, Australia and New Zealand only would be highly accepted 
in the respective regions. Those from Middle East, Southeast Asia, Far East 
Asia, Africa, Caribbean and South America will be moderately accepted in UK, 
US, Canada and the EU. 
8.5.1.12 Respondents' background 
Based on Table 8.96,9 percent of them are in the CEO's category. The 
majority or 73.4 percent were from Human Resource category. Only 5.1 
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percent of the respondent were in operation category, 10 percent under 
administration and 2.5 percent unknown. 
Looking at their qualifications, 6 percent hold certificate of HND equivalent, 51 
percent had degree qualification, 28 percent with postgraduate diploma. 
Another 6 percent with Masters and 2.5 percent unknown. 19 percent 
graduated from college or training institution, 71 percent from university and 10 
unknown. 
Table 8.96: Aspects of respondents' demographic background 
8.5.2 Malaysia 
The purpose for conducting the industry survey in Malaysia was to evaluate 
their perception toward the employability of hospitality graduates as a whole 
and the determinant factors for recruiting. 
8.5.2.1 Competence (COM) 
Given in Table 8.97 are the expected competences, actual, and the 
competence gap perceived by the industry professional in Malaysia. The 
competence statement were presented according to the mean, in which high 
means indicate competence being most essential and lowest mean indicates 
the competence being least essential. 
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Table 8.97: Competence Statements - Expected, Actual and Gap 
Competence Statements IP Mentor (n=43) IP Recruiter (n=55) 
Expected Actual Gap Expected Actual (4) Gap 
1. MANAGEMENT ANALYSIS TECHNIQUE 
Using marketing analysis 4.86 4.16 -0.7 4.18 2.75 -1.43 
Using financial analysis 4.74 4.05 -0.7 4.29 1.75 -2.54 
Using operational mngt skills & tech. 5.21 4.72 -0.49 4.78 3 -1.78 
Apply research methods 3.67 3.7 Ö Ö2 2.76 2.5 -0.26 
Apply accounting methods 4.05 3.79 -0.26 3.93 2.25 -1.68 
Using task/job analysis 5.58 4.53 -1.05 4.91 2 -2.91 
Using hrm skills & tech. 5.67 4.74 -0.93 5.71 4.25 -1.46 
Managing and lead group process 5.63 4.07 -1.56 5.38 2.75 -2.63 
Applying yield mngt methods 4.72 3.7 -1.02 4.55 1.75 -2.8 
Applying entrepreneurial methods 5 3.84 -1.16 4.4 2.25 -2.15 
Applying crisis mngt methods 4.3 3.84 -0.47 3.09 2 -1.09 
2. ADAPTATION TO ENVIRONMENT CHANGES & ACQUISITION OF KNOWLEDGE 
Adapting to changing circumstances 5.26 3.95 -1.3 5.18 3 -2.18 
Being aware to current knowledge 4.74 3.98 -0.77 4.89 2.25 -2.64 
Seeing how things fit in the big picture 5.58 4.35 -1.23 5.51 2.75 -2.76 
Making decision under pressure and 5.4 3.63 -1.77 5.75 2.5 -3.25 
uncertainty 
Organising large amount of info into 5.16 4.12 -1.05 5.38 3.5 -1.88 
meaningful pattern 
Aware of social protocol & etiquette 5.16 4.65 -0.51 4.6 2.75 -1.85 
Establish personal criteria for work quality & 5.91 4.28 -1.63 5.69 3.25 -2.44 
standard 
Continuing education for personal 4.93 4.52 -0.41 3.89 3 -0.89 
development 
3. PERSONAL SKILLS 
Making presentation 5.53 4.33 -1.21 5.22 2.75 -2.47 
Applying interpersonal skills 6.02 4.28 -1.74 5.84 4.75 -1.09 
IT literate 5.6 5.49 -0.12 5.53 4.5 -1.03 
4. MANAGEMENT OF EMPLOYEE & JOB 
Enhance socialisation & interpersonal 6.07 4.88 -1.19 5.09 2 -3.09 
relationships 
Taking a job wanting to perform 5.65 4.26 -1.4 5.27 3.25 -2.02 
Maintaining professional appearance and 6.14 4.91 -1.23 5.65 4.5 -1.15 
poise 
Developing job spec. or description 5.23 4.16 -1.07 4.42 2.75 -1.67 
Supervising the works of others 5.81 4.33 -1.49 5.6 4 -1.6 
Applying staff performance appraisal 5.81 4.65 -1.16 5.16 3.25 -1.91 
Using staff training tech. 5.88 4.51 -1.37 5.36 2.75 -2.61 
Applying self-evaluation tech. 5.79 4.6 -1.19 5.73 2.75 -2.98 
Taking a chance of job enlargement 5.28 4.3 -0.98 4.95 2.5 -2.45 
5. PROBLEM IDENTIFICATION & COMMUN ICATION 
Identify & define problem 5.16 4.4 -0.77 5.38 2.5 -2.88 
Communication with clients and customers 5.42 4.86 -0.56 5.85 2.75 -3.1 
Acting in an ethical manner 6.07 5.37 -0.7 6.27 4.25 -2.02 
Communicate with employee 5.81 5.02 -0.79 6.4 3.5 -2.9 
Apply negotiating methods 4.98 4.28 -0.7 5.13 2.5 -2.63 
Apply second language skill 4.65 4.7 3.93 4 
Apply problem solving methods 5.16 4.63 -0.53 5.8 2.75 -3.05 
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Competence Statements IP Mentor (n=43) IP Recruiter (n=55) 
(continue) Expected Actual Gap Expected Actual (4) Gap 
6. OPERATION TECHNIQUES AND KNOWLEDGE 
Maintain consistent service quality 6.51 5.05 -1.47 6.8 4 -2.8 
Enhance suggestive selling technique 5.12 4.05 -1.07 5.62 2 -3.62 
Obtaining facility and product knowledge 6.05 5.05 -1 5.85 4.25 -1.6 
Using housekeeping tech. 5.42 4.3 -1.12 4.96 3 -1.96 
Using F&B merchandising technique 5.26 4.56 -0.7 5.27 2.5 -2.77 
Using food production technique 5.02 4.72 -0.3 4.93 3.25 -1.68 
Using stock control technique 5.19 4.19 -1 4.69 2.25 -2.44 
Using food service technique 5.21 4.56 -0.65 5.6 3.75 -1.85 
Using guest reservation technique 4.91 4.63 -0.28 4.65 2 -2.65 
Apply safety and hygiene methods 5.95 4.4 -1.56 5.95 4.5 -1.45 
Apply purchasing management methods 4.65 4 -0.65 5.02 2.75 -2.27 
Using beverage production methods 4.77 4.12 -0.65 3.95 2 -1.95 
Apply rooms management methods 4.63 4.28 -0.35 3.35 2.75 -0.6 
Using banquet and catering technique 5 4.49 -0.51 4.82 2.75 -2.07 
Using menu planning technique 4.91 4.14 -0.77 4.29 2.5 -1.79 
7. INNOVATION 
Develop innovative ways of work 5.65 4 -1.65 6.2 2 -4.2 
Forecasting future trends 5.49 3.49 -2 5.09 1.75 -3.34 
Building models and creative thinking 5.16 4 -1.16 6.22 3 -3.22 
(4) Only 4 respondents 
Presented according to the mean, higher means indicates the competence 
being most essential and lowest mean indicates the competence being least 
essential. The discussion on this finding will be based on a comparative 
analysis between mentor's perception and recruiter's perception of each 
competence functional dimension. 
i) In the Management Analysis Technique dimension, Mentors expected 
that `Using HRM skills & techniques' as the most essential (m=5.67) 
while Recruiters also expected that 'Using HRM skills & techniques' as 
the most essential (m=5.71). For Actual competences, Mentors 
perceived that `Using HRM skills & techniques' (m=4.74) as highly 
adequate. At the mean time, Recruiters also perceived the same that 
`Using HM skills & techniques' (m=4.25) as most adequate. In the 
competence gap, there was a positive gap in Mentors, that is `Apply 
research methods' and the most was `Managing and lead group 
process'. On the part of Recruiters, the most gap was, `Using task/job 
analysis' and the least gap was `Apply research methods'. 
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ii) In the Adaptation to Environment Changes & Acquisition of Knowledge 
dimension, Mentors expected that 'Establish personal criteria for work 
quality & standard' as the most essential (m=5.91) while Recruiters 
expected that 'Making decision under pressure and uncertainty' as the 
most essential (m=5.75). For Actual competences, Mentors perceived 
that 'Aware of social protocol' (m=4.65) as highly adequate. At the 
mean time, Recruiters perceived that 'Organising large amount of info 
into meaningful pattern' (m=3.5) as most adequate. In the competence 
gap, the most gap in Mentors was 'Establish personal criteria for work 
quality & standard' and the least gap was 'Aware of social protocol'. On 
the part of Recruiters, the most gap was, 'Making decision under 
pressure and uncertainty', and the least gap was 'Continuing education 
for personal development'. 
iii) In the Personal Skills dimension, Mentors expected that `Applying 
interpersonal skills' as the most essential (m=6.02) while Recruiters also 
expected that 'that `Applying interpersonal skills' as the most essential 
(m=5.84). For Actual competences, Mentors perceived that `IT literate' 
(m=5.49) as highly adequate. At the mean time, Recruiters perceived 
that `Applying interpersonal skills' (m=4.75) as most adequate. In the 
competence gap, the most gap in Mentors was `Applying interpersonal 
skills' and the least gap was 'IT literate'. On the part of Recruiters, the 
largest gap was, `Making presentation' and the least gap was `IT 
literature'. 
iv) In the Management of Employee and Job dimension, Mentors expected 
that 'Maintaining professional appearance and poise' as the most 
essential (m=6.14) while Recruiters expected that 'Applying self- 
evaluation technique' as the most essential (m=5.73). For Actual 
competences, Mentors perceived that 'Maintaining professional 
appearance and poise' (m=4.91) as highly adequate. At the mean time, 
Recruiters also perceived that 'Maintaining professional appearance 
and poise' (m=4.5) as most adequate. In the competence gap, the most 
gap in Mentors was 'Supervising the works of others' and the least gap 
were 'Taking a chance of job enlargement'. On the part of Recruiter, the 
most gap was "Enhance socialisation & interpersonal relationship' and 
the least gap was 'Maintaining professional appearance and poise. ' 
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v) In the Problem Identification & Communication dimension, Mentors 
expected that `Acting in an ethical manner' as the most essential 
(m=6.07) while Recruiters expected that `Communicate with employee' 
as the most essential (m=6.4). For Actual competences, Mentors 
perceived that 'Acting in an ethical manner' (m=5.37) as highly 
adequate. At the mean time, Recruiters also perceived that `Acting in an 
ethical manner' (m=4.25) as most adequate. In the competence gap, 
there was a positive gap in Mentors that was `Apply second language 
skills' and most gap was `Communicate with employee'. On the part of 
Recruiters, there was also a positive gap, `Apply second language skills' 
and the most gap was 'Communication with client and customers'. 
vi) In the Operation Techniques & Knowledge dimension, Mentors 
expected that 'Maintain consistent service quality' as the most essential 
(m=6.51) while Recruiters expected the same that `Maintain consistent 
service quality' as the most essential (m=6.8). For Actual competences, 
Mentors perceived that `Maintain consistent service quality' and 
'Obtaining facility and product knowledge' (both at m=5.05) as highly 
adequate. At the mean time, Recruiters perceived that `Apply safety and 
hygiene methods' (m=4.5) as most adequate. In the competence gap, 
the most gap in Mentors was 'Apply safety and hygiene methods' and 
the least gap was `Using guest reservation technique'. On the part of 
Recruiters, the most gap was `Enhance suggestive selling technique' 
and the least gap was `Apply rooms management methods. ' 
vii) In the Innovation dimension, Mentors expected that 'Develop innovative 
ways of work' as the most essential (m=5.65) while Recruiters expected 
that `Building models and creative thinking' and 'Develop innovative 
ways of work' as the most essential (m=4.0). For Actual competences, 
Mentors perceived that `Building models and creative thinking' and 
`Develop innovative ways of work' (m=4.0) as highly adequate. At the 
mean time, Recruiters perceived that `Building models and creative 
thinking' (m=3.0) as most adequate. In the competence gap, the most 
gap in Mentors was `Forecasting future trends' and the least gap was 
`Building models and creative thinking. ' On the part of Recruiters, the 
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most gap was `Develop innovative ways of work' and the least gap was 
Building models and creative thinking'. 
8.5.2.2 Competence Functional Dimension 
Having rated the competences individually, the professionals were then asked 
to rank the competence functional dimension according to their essential. Table 
8.98 illustrated the dimension ranked from most essential to least essential 
order. 
Table 8.98: Competence Dimension (Most essential to least essential) 
Functional Dimensions N Mean Std. Dev 
Management analyses tech. 98 4.184 2.203 
Management of employee and job 98 4.163 1.843 
Problem Identification and communication 98 4.143 1.770 
Innovation 98 4.112 2.363 
Personal skills 98 4.000 1.699 
Adaptation of change & acquisition of knowledge 98 3.765 1.957 
Operation techniques and knowledge 98 3.520 1.980 
Ranked on the top was Management Analysis Technique (m=4.184), followed 
by Management of Employee and Job (m=4.163). Ranked third in essential 
was Problem identification and Communication (m=4.143), fourth was 
Innovation (4.112). Fall at number five was Personal Skill (4.000) and sixth was 
Adaptation of change and acquisition of knowledge (m=3.633), last was 
Operation Technique and knowledge (m=3.520). 
8.5.2.3 Employee and Recruitment Profile 
The current recruitment structure practised in the industry in Malaysia is given 
in Table 8.99. Five percent of the employees in the industry were specialist, 12 
percent in the operation management, 18 percent are supervisors and 65 
percent operational staff. 
Table 8.99: Employee Recruitment (Current Practice) 
N Mean Std. Dev. 
Specialist 83 4.678 3.332 
Operation Management 83 12.036 8.167 
Supervisory 83 18.108 10.433 
Operational 83 64.936 18.089 
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8.5.2.4 Salary 
Table 8.100 present the salary paid to those freshly graduated from university 
and landed their first job. Based on the frequency of occurrence, salary for 
operational level was below MYR35,999 and the most was below MYR12,000. 
Supervisory level, the pay was between MYR12,000 to MYR35,999 and the 
table shows that at a frequency of 42 the salary level is MYR1 2,000 to MYR23, 
999. Operation management salary level is between the range of MYR24,000 
to MYR71,999 and above. Specialist got the most with 23 of the people earned 
more than MYR72,000. The pay level reflects the current practised applicable 
in the hotel industry in Malaysia. (Exchange rate GBP1 = MYR5.67). 
Table 8.100: First Destination Salary 
Salary Level in RM Specialist Operation 
manager 
Supervisor Operational 
Less of equal to MYR11,999 50 
MYR12,000 - MYR23,999 42 21 
MYR24,000 - MYR35,999 4 20 28 5 
MYR36,000 - MYR47,999 8 10 1 0 
MYR48,000 - MYR59,999 20 16 5 
MYR60,000 - MYR71,999 21 30 
More or equal to MYR72,000 23 
8.5.2.5 First Career Destination 
Table 8.101: First Career Destination 
Level Area N Mean Std. Dev. 
Diploma Further qualification 74 2.405 5.854 
Specialist management 75 4.933 5.658 
Non-hospitality 74 7.378 7.945 
Operation Management 74 14.473 19.055 
Supervisory 74 28.459 15.175 
Operational 74 41.932 25.009 
Degree Further qualification 78 5.359 5.513 
Specialist management 79 7.646 11.524 
Non-hospitality 79 10.114 9.768 
Operation Management 79 20.532 24.794 
Supervisory 79 24.481 12.921 
Operational 79 32.582 22.215 
In Table 8.101, the professional believed that for the diploma holder's first 
career destination 2.5 percent would further their qualification. About 5 percent 
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might get specialist level position, 7 percent proceed to non-hospitality work 
and 15 percent will do operation management job. Around 28 percent would be 
in the supervisory post, and 42 percent as operational staff. 
The professional believed that 5 percent of the degree graduate would further 
their qualification, about 8 percent could get specialist level job and 10 percent 
might go into non-hospitality. Operation management level position would be 
filled by 21 percent of the graduates; supervisory post taken for up to 24 
percent and 32 percent of them would be working as operational staff. 
8.5.2.6 Recruitment - National or Foreign 
The majority of the recruitment was made with respect to the local or national 
institution. A very low percentage of 18 percent of the recruiter would recruit 
graduates from foreign institutions. (See Table 8.102) 
Table 8.102: Recruitment based on national Vs foreign institution 
N Mean Std. Dev. 
National institution 
Foreign institution 
71 
71 
81.056 
18.842 
36.397 
13.188 
8.5.2.7 Specific Vs Generic 
Industry specific versus generic module was the centre of the nature of 
curricula. Earlier the study looks at educators' perception on the nature of 
curricula, now it was the professional perception of the proportion of subject. 
The professional perceived that the curricula offered at higher institution should 
be 50 percent as generic and 50 percent as industry specific. (See Table 
8.103) 
Table 8.103: Proportion of Nature of Curricula 
Modules N Mean Std. Dev. 
Generic modules' 
Industry specific modules 
97 
97 
49.72 
50.28 
12.39 
12.39 
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8.5.2.8 Recruiting Factors 
The recruiting factors evaluated by the professional were presented in Table 
8.104. The factors were listed in ascending order starting from the absolute 
essential to the least essential. 
'Appropriate attitude' and `Ability of communicate' was ranked high with means 
range above 6.00. Ranked in the range of 5.00 were `Friendly personality' and 
`Personal grooming', `General work experience' and `Work experience in the 
industry'. Moderately essential were `Supervisory experience', Length of work 
experience' and `Diversity of work experience'. Ranked low was Reference, 
Leadership position, Participation, University attended and degree class. The 
least essential were gender, Fellow alumnus and membership of honorarity 
society. 
Table 8.104: Recruiting Criteria 
Criteria N Mean Std. Dev. 
Appropriate attitude 78 6.85 0.36 
Ability to communicate 78 6.53 0.55 
Friendly personality 78 5.98 0.95 
Personal grooming 78 5.9 0.94 
Work experience in hospitality 78 5.75 1.01 
Work experience (general) 78 5.19 1.08 
Supervisory experience 78 4.86 1.37 
Diversity of work experience 78 4.41 1.44 
Length of work experience 78 4.23 1.41 
Reference 78 3.98 1.9 
Leadership position in student organ. 78 3.96 1.72 
Participation in students organisations 78 3.71 1.6 
University or College attended 78 3.53 1.39 
Degree Class or Grade Point Average 78 3.4 1.24 
Programme accredited by CHME, HCIMA etc 78 3.38 1.7 
Gender 78 2.59 1.56 
Membership of honourary society 78 2.47 1.23 
Fellow alumnus 78 2.36 1.37 
8.5.2.9 Opinion 
Asking their opinion about what need to be done in relation to hospitality 
programme, in Table 8.105,42 of the professional agreed consensusly that `the 
current programme should be expanded'. 28 of them say `the course structure 
need to be improved, and 19 believed that the industry need more vocational 
institute while 3 believed `nothing need to be change'. 
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Table 8.105: Opinion on hospitality programme 
Statement Frequency 
Better education-industry relationship 42 
Expand current programme 30 
Improve course structure 28 
More vocational institutes 19 
No change 3 
Others 3 
Forty percent of the respondents preferred hospitality graduate when recruiting 
new employee, another 43 % says no and 17% did not give their answers as in 
Table 8.106. 
Table 8.106: Recruiting Preference 
Response Frequency Percent 
Yes 39 39.8 
No 42 42.9 
Missing 17 17.3 
Total 98 100 
8.5.2.10 Professional's qualitative comment 
1. "They can perform the job immediately with lesser supervision and they can 
satisfy customer. " 
2. "Possess basic knowledge and technique. " 
3. "They are trained and aware of the job requirement and expectation. " 
4. "A lot of hotel industry learning institute are focusing on how to maximise 
their profit. As such, the programmes are developed with profit in mind, in 
terms of duration, quality of lectures, administration and students etc. This 
does not reflect what the industry required truly hospitality. graduate (in term 
of quality). Attitude of a hotel worker (grooming, communication, ethics, 
discipline etc. ). " 
5. "Graduate have to start from below as well, just like other employee except 
the development is faster. Improved communication (English) and skills (for 
local colleges). " 
6. "Greater knowledge, breadth and depth of industry and preparation for the 
task involved. 
7. "Commitment and motivation. " 
8. "Profit is our bottomline, we need people who are dedicated and committed 
in performing their job. " 
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8.5.2.11 Global Acceptability of Hospitality Graduates 
Given in Table 8.107 the findings of the Malaysian Industry Professional's 
perception on global acceptability of hospitality graduates. They believed that 
students trained in UK, USA, Canada, EU, are highly accepted in other regions. 
Trained in Middle East, SEA, FEA, Africa is moderately accepted in UK, EU 
and US. Trained in ME moderately accepted in SEA, EA and Africa. Trained in 
FEA, Africa, Caribbean and Central America are lest accepted in other region. 
8.5.2.12 Respondents' Demographic background 
Based on table 8.108,3 percent of them was in the CEO's category. The 
majority or 7.4 percent were from Human Resource category. About 16.1 
percent of the respondent were in operation category, 8 percent under 
administration and 1 percent unknown. 
Looking at their qualification in Table 8.108,5 percent hold no qualification or 
only finishes Year 12 (Secondary education) and more than 33 percent had 
certificate of diploma qualification. 51 percent posses degree qualification and 2 
percent with postgraduate diploma. Unknown was 8 percent of the total. 8 
percent graduated from other type of institution, 32 percent graduated from 
college or training institution, 52 percent from university and 8 percent 
unknown. 
Table 8.108: Aspects of respondent's background 
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8.6 Summary 
Overall, this section of the study identified the degree and the strength of 
possible relationships between entry qualification, academic performance, 
professional training, exit qualification, job and salary. Correlation relationships 
were observed and to some extent the correlation were very strong. The 
performance model path from EQP - AP - PT - Degree Class, the model fits 
well. 
The attempt to establish relationship between Curriculum and Competence with 
EQP - AP - PT - DC, variables using correlation matrix test and regression 
was not successful. The types of data and the measurement of the cases were 
different, thus, did not permit the test to be executed. Another attempt in using 
structural equation modelling (SEM) (through AMOS 4 programme) to estimate 
and evaluate the causal effect relationship between the variable did not 
materialise. The amount of data tabulation for the test was time consuming, 
and due to the constraint on time and budget the study had dropped the test. 
The result of the finding in this chapter will be integrated with the study 
hypotheses and objective in the next chapter. 
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CHAPTER 9 
DISCUSSION AND INTERPRETATION 
9.1 Introduction 
This study attempts to examine the academic - employability path of hospitality 
graduates. The purpose here is to summarise the findings presented in chapter 
eight and to highlight the main conclusions that can be drawn from the analysis. 
A discussion of the conceptual model, the hypotheses and integration of the 
findings with the objectives follows. 
9.1.1 Conceptual Employability Model 
Figure 9.1: Proposed graduate employability model 
Input Process Output Outcome 
Higher Education Employment 
Nature of Curricula 
Early Academic 
education performance qualifications 
Entry Professional training 
qualifications 
At this juncture, the conceptual model is revisited to refresh the reader on the 
purpose of this study. Figure 9.1 illustrates the proposed employability model 
for hospitality graduates. This performance indicator model aims in looking for 
correlations for possible relationship between `input' (entry qualification), 
`process' (in Higher education setting - includes nature of curricula, academic 
performance and professional training), `output' (exit qualification and 
competences), and `outcome' (the employment setting - job and salary). 
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9.1.2 Hypotheses 
At this stage the hypotheses are restated (See 7.2.1 for the discussion). Figure 
9.2 illustrates the employability path hypotheses, and the five hypotheses that 
were presented (HI, H2, H3, H4 and H5). 
Figure 9.2: Employability Path Hypotheses 
H1: GOOD entry qualifications (EQ) leads to HIGH academic performance 
(AP), resulting in HIGH degree class (EXQ), and promises REPUTABLE job 
(JOB) with EXCELLENT salary (SAL). 
H2: Nature of the curriculum (CUR) has an effect on employability path - P2. 
H3: Professional Training (PT) enhances academic performance (AP) - P3, 
affects exit qualification (EXQ) - P5, and increases competence (COM) - 
P6, and influences JOB -- P9. 
H4: Competence (COM) affects exit qualification (EXQ) - P7, and impacts on job 
obtained (JOB) - P9. 
H5: First dass achievers are better than upper second and lower second class in 
relation to securing a good jobs on graduation. 
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9.2 Discussion on Findings 
This section presents the main findings, and is concerned to present these 
clearly using diagrammatic forms appropriately and to comment on the data 
through statistical tests to secure the significance of the main findings. Figure 9.3 
illustrates the correlation path for possible relationships between variables, 
Figure 9.3: Employability Correlation model (Result). 
Acu' 
P8 
PZ 
P4 
EXQ JOB 
A 
P7 P9 P10 EQ P1 
PS 
COM SAL 
P3 
IPT Iah 
9.2.1 Entry Qualification 
Results of the study showed some evidence of the following for both institutions: 
1. Entry qualifications were consistent for traditional entry path within years at 
UniS for HCM and IHTM programmes; and at UiTM for BHM, BFSM, DHM 
and DFSM programmes. 
2. There was no significant evidence in suggesting that non-traditional entry 
path had taken place. 
3. Process of converting of various qualifications into EQ scores was done 
consistently and robustly. 
4. A-Levels qualifications and international qualifications were the dominant 
entry qualifications at UniS. 
5. SPM (MCE) is the qualification for entry to diploma programme at UITM 
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6. Diplomas from UiTM were the dominant entry qualifications to the degree 
programme at UiTM. 
9.2.2 Academic performance 
UniS 
Using the overall All Students Performance in Figure 8.1 (Chapter 8), and setting 
the 1995 cohorts as the benchmark for performance, the study revealed that 
each year students at UniS showed an improvement in performance year on 
year, in particular at Level 1, Level 2 prior to professional training, and at Level 2 
after professional training. lt is worth noting that UniS graduates overall had 
continuously maintained and managed to keep their high performance 
consistently even though they were away undergoing their professional training 
during their third year. Further differences arose with slightly different cut-off 
points for high achievement. The overall 1995 and 1996 cohorts (see Figure 8.1) 
show a consistent trend within years. 
Notwithstanding the above, the results show an overall academic performance at 
Level I to Level 2.2, but UniS graduates performance in the final year shows a 
decline in both groups. These could be due to the more complex material 
studied, the analytical work is more demanding, modules offered had changed 
and were different, ways of assessment were upgraded or updated. For the 
IHTM, language had become a possible hindrance for their final year 
performance. 
HCM graduates performed better than IHTM graduates - both group perform 
excellently at Level 1&2 but not at Level 3, having recognised the complexity 
and the fact that IHTM level of English would have an effect. 
UiTM 
Performance of UiTM BHM and BFSM graduates surprisingly were not 
consistent across the years. Several inferences could be deduced: 
- the university had been less selective in term of personal attribute 
and attitudes (an area of further research) 
- ways of assessment were upgraded or updated 
265 
Chapter 9: Discussion and Interpretation 
- modules offered had changed and were different in character. 
Mixed results exist in the UITM Diplomas performance. As a whole, no significant 
differences were found between the two diplomas at entry and exit. This 
suggested that diplomates received equal evaluations, assessments and 
teaching assistance between years, progression along the year, between years 
and between cohorts. Significant differences were found during the three 
semesters (Semester 2,3 and 4) in the programme. This might be attributable to 
the different nature of the subjects taken in which DFSM indulged in some 
science subjects as compared to DHM which is business in nature. 
9.2.3 Exit Qualification 
A consistent class of degree attainment across cohorts was detected at UniS. 
HCM graduates superseded IHTM in term of class of degree. The majority of the 
students graduated with Upper Second and Lower Second. HCM have more 
upper second class achievers compared to IHTM. The low achievement suffered 
by IHTM should not be translated into low academic performance. This might be 
attributed to the different cultural background, language proficiency and ability, 
and also the professional training effect. 95 percent of IHTM graduates did not 
undergo professional training. 
UiTM graduates received more lower second class division degrees compared to 
upper second division, and not unexpectedly very few first class degrees. Some 
possible explanations could be drawn: 
" UIIM exercise the cumulative grade point average system in 
determining degree class, thus this affected the overall achievement. 
(see note below) 
" Both graduates and diplomates were affected by the above system. 
Note: At UiTM, in order to obtain higher degree class or GPA, one needs to 
maintain a continuous high performance throughout one's study in the 
programme in EVERY semester. Low performance in any of the semesters could 
compromise the possibility of attaining high GPA and subsequently jeopardize 
the chance in getting high dass of degree. 
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9.2.4 Job 
The study shows that the majority of hospitality graduates at UniS obtain jobs in 
the supervisory and operation management category, and a substantial number 
proceed to further education. This was not unexpected, and these findings 
seems to support the CHME Report (Doherty et al. 2001) that graduates of 
hospitality would get job at the appropriate level. 
UiTM graduates managed to obtain jobs in the operation management category 
as well as in teaching (specialist category). Very tow percentage landed jobs in 
the supervisory category. The majority of UiTM diplomates were in the 
supervisory, and the operational category. A substantial number continued their 
education to degree programme. 
9.2.5 Salary 
Starting salary received by UniS graduates were between GBPI2,000 to 
GBP20,000. Comparing the result with those of AGR survey (2002; Doherty et 
at, 2001), these fall at the same level. Starting salary received by UiTM 
graduates were in the range of MYR12,000 to MYR21,000. While UiTM 
diplomates obtained MYR15,000 and below. 
The study had integrated the objectives and hypotheses, and interesting results 
have materialised. 
Figure 9.4: Hypothesis 1 
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Objective i: To examine the relationship between entry qualifications and 
performance in the programme, final assessment and employability. 
Hypotheses 1: GOOD entry qualification (EQP) leads to HIGH academic 
performance (AP), resulted with HIGH degree class (EXQ), promises 
REPUTABLE job (JOB) with EXCELLENT salary (SAL). (See Figure 9.4) 
The operational variables were principally entry qualification point (EQP) and 
examination overall scores. The crucial measurement is the highest score in 
EQP and scores at final year. Upon testing the hypothesis, the following result 
emerged: 
UniS Degree Students 
i) There were no significant relationships between entry qualifications in 
term of A-level scores, HND, AGNVQ and international qualifications, and 
subsequent academic performance at UniS. 
ii) There were significant relationships in the academic performance 
between levels at UniS (see Figure 9.5,9.6 and 9.7, also see Appendix 
El to E3) 
a. There were correlations between Level 1 and Level 2 and between 
professional training and exit qualification. 
b. There was a weak correlation between Level 2 and job 
c. There was no significant correlation between exit qualification and job 
d. There was no significant correlation between other variables and 
salary 
e. There was no significant correlation between job and salary 
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Figure 9.5: UniS Graduate (Overall) Correlation Model 
Figure 9.6: UniS BHCM (Overall) Correlation Model 
EQ 
JOB 
SAL 
"Significant at p<0.01 *Significant at p<0.05 
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Figure 9.7: UniS BIHTM (Overall) Correlation Model 
UiTM Diploma Students 
There were significant relationships between entry qualification in term of 
SPM and SPVM, and academic performance at UITM for diploma path 
(see Figure 9.8,9.9 and 9.10, also see Appendix E4 to E6). 
iv) There were significant relationships in the academic performance 
between diploma semesters at UiTM (see Figure 9.8) 
a. There were correlations between entry qualification and performance 
at all Semesters except Semester 5. 
b. Strong correlations were found between performance in every 
semester with exit qualification. 
c. There was no significant correlation between entry qualification, 
academic performance and exit qualification with job 
d. There was no significant correlation between entry qualification, 
academic performance and exit qualification with salary 
e. There was a significant correlation between job and salary. 
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Figure 9.8: UiTM Diploma (Overall) Correlation Model 
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Figure 9.9: UiTM DHM (Overall) Correlation Model 
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Figure 9.10: UiTM DFSM (Overall) Correlation Model 
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UiTM -Degree Students 
v) Significant correlations were detected between entry qualifications in 
terms of diploma grades and academic performance in UiTM degree 
path. 
vi) There were significant correlations in the degree academic performance 
between semesters at UiTM (see Figure 9.11,9.12 and 9.13, also see 
Appendix E7 to E9). 
a. There were correlations between entry qualification and performance 
at all Semesters. 
b. There was a correlation between entry qualification and exit 
qualification. 
c. Strong correlations were detected between performance in every 
semester with exit qualification. 
d. There was no correlation between entry qualifications and job 
e. There was no correlation between entry qualification and salary 
f. There were correlation between Semester 4 and Overall Score with 
job and salary. 
g. There were correlation between exit qualification with job and salary. 
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h. Significant correlation found between job and salary. 
Figure 9.11: UiTM Degree (Overall) Correlation Model 
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Figure 9.12: UiTM BHM (Overall) Correlation Model 
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Figure 9.13: UiTM BFSM (Overall) Correlation Model 
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Comment: 
lt is therefore suggested that the entry qualifications for UniS were simply 
acting as criteria for admitting candidates onto the programme, but did not 
predict their subsequent academic performance and achievement. On the other 
hand, the entry qualifications for UiTM diploma and degree were factors 
that determined their subsequent academic performance. Moreover, the 
entry qualification for UiTM degree was determined by the grades attained after 
completing the diploma which might be considered as having similar set of 
disciplines and practices to those pursued, albeit at a higher level, in the degree 
course. They are "the cream of the crop"; thus it was not unexpected that this 
entry qualification might be a determinant for their subsequent academic 
performance and achievement. 
Academic performance at the earlier levels or semesters appeared 
to be 
determinant factors to subsequent academic achievement. Academic 
performance through the programme was also the determinant 
factor for 
the final degree class. Performance during the final year or level at UniS 
determined the degree class. Similarly, academic performance through the 
programme was linked to academic success at UiTM. However, which semester 
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contributed the most towards academic performance remains elusive since UiTM 
practiced the cumulative grade point average format in determining the overall 
achievement of graduates and the class of degree or diploma. 
Therefore, the null hypothesis I (Figure 9.3) was accepted, that entry 
qualification was not related to subsequent academic performance, and the 
employability path of hospitality graduates. 
Interestingly, there is contradictory evidence about the link between academic 
performance and degree class and job and salary. For UniS degree and 
UiTM diploma their academic achievement alone clearly did not determine their 
job and salary. However to the contrary, for the UiTM degree, academic 
achievement seems to be the determinant to their job and salary. However, it 
would be wise to report here that the majority of the respondents in the job and 
salary data of UiTM degree, almost 50 percent of them were those employed by 
UITM as teaching assistants and assistant lecturers. Their salary levels were a 
reflection of the government pay scale and did not reflect the industry norm. 
9.2.6 Nature of Curriculum 
Combining the results from three sources (2 surveys and sample evaluation), the 
proportion of the curriculum in terms of industry specific and generic subjects is 
given in Table 9.1 below. 
Table 9.1: Nature of Curricula 
Institution Result Proportion % 
Specific Generic 
UniS Educators 41 59 
Professional 52 48 
Actual 45 55 
UITM Degree Educators 47.5 52.5 
Professional 50 50 
Actual 43 57 
UiTM Diploma Educators 47.5 52.5 
Professional 50 50 
Actual 70 30 
UniS educators' perception on the proportion of the curricula were clearly stated. 
They believed that degree curriculum should contain more modules of generic 
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management nature as opposed to industry specific ones. This was different 
from the perception of industry professionals. 
UiTM educators shared the same view of the degree and the diploma 
programmes, in which the proportion was close to those offered at UiTM. 
However, the distribution of the proportion between industry specific subjects 
and the generic management subjects were similar for both the diploma modules 
and the degree modules which might reflect that the respondents were unable to 
justify what should constitute a degree programme and what should be in a 
diploma programme. 
What could be deduced from the above results was that, educators in UniS and 
UiTM believed that for degree graduates to be employable at the end of their 
study, they must follow programmes that contain more generic management 
curriculum and less industry specific curriculum These were justified with the 
ratio given in Table 9.1, where for UniS curriculum, 45 percent are specific and 
55 percent are generic, while in UiTM, 43 percent specific and 57 percent are 
generic in nature. For the diploma programme, the educators at UITM seem to 
be unsure and had unrealistic perceptions. However the actual proportion for 
UiTM diploma curriculum are 70 percent specific and 30 percent generic. 
In the current education and industry setting, these results were evidence of 
the view that university hospitality degree curriculum content is more 
generic business in nature as compared to specifically industry sector 
content. This will inevitably help hospitality programmes produce more 
diversified, efficient and effective personnel. Diploma programme curriculum 
such as those of UITM diploma programmes had emphasized and offered more 
specific nature type curricula as it is meant to develop the operational skills and 
supervisory efficiency of the workforces. 
Thus, the objective and the hypothesis were integrated, and the results was that: 
Objective 2: To examine the influence of the degree of specificity in the 
hospitality industry oriented curricula (i. e. ) the balance between specific 
functional aspects and general business and management subjects, upon 
students' employability. 
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Hypothesis 2: Nature of the curriculum (CUR) has an effect on 
employability path - P2, (see Figure 9.14 - the darkened areas in the 
diagram). 
Figure 9.14: Hypothesis 2 
i). There was a positive correlation between the nature of curriculum and 
academic performance. 
ii). Nature of curriculum was not correlated to entry qualifications, job and 
salary. 
Cross referencing the results in Table 9.1, the study suggested that hospitality 
degree programmes do offer more generic business curricula, while for the 
diploma level programme, there is more bias towards specific industry functional 
curriculum. The perception of the educators and the industry professionals 
supported the report by Walle (1997) and Hager (2000) regarding the emphasis 
on generic business skill in higher education management curricula. 
It is safe to say that the programmes offered at UniS and UiTM are products of a 
well-developed and well-designed sets of curriculum. A sound and well- 
developed curriculum is reflected in the type of graduates produced and their 
level of attained achievement. Through the observations of the ongoing high 
performance of the graduates and the curricula of the two institutions, the study 
was unable to PROVE that there was evidence of any DIRECT relationship 
between curriculum and academic performance. Therefore, it is suggested that 
nature of curriculum might or might not influence academic performance and 
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class of degree (exit qualifications). There was also no evidence that the nature 
of the curriculum influenced employability. Hence, in the light of a lack of 
confirmatory evidence, the null hypothesis 2 was accepted, that the nature of 
the curriculum did not appear to affect student employability. 
9.2.7 Professional Training 
The study found that marks or high grade point average combined with a high 
degree of field based experience had a significant effect on perceptions of 
performance. It might be assumed that if working part-time in a related field 
benefit the students, then undergoing professional training would further 
enhance and strengthen their labour market readiness and employability skills. 
The objective of the study was to investigate the relationship between 
professional training and employability. As postulated earlier, professional 
training enhanced and influenced academic performance, and affected class of 
degree. 
Evidence from the correlation models, shows that there were relationships 
between professional training (PT) and other variables such as Level 1, Level 2 
and Level 3 at UniS; Semester 1,2,3 4 and 6 at UiTM Diploma; and exit 
qualifications (see Figure 9.5, and 9.8). Anecdotal evidence reported that 
professional training influenced job (employment). However, this study revealed 
that there was no direct correlation between professional training and job or 
salary. Professional training was not correlated with Job and Salary. It is 
safe to assume that professional training did enhance student's academic 
performance especially towards the final year achievement. In the diploma 
programme at UiTM, professional training is part of the curricula thus the 
contribution toward academic achievement was very significant. This was 
illustrated in Figure 9.9 and Figure 9.10. Again we might assumed that 
Professional Training was a known attribute of the graduate and this alone might 
impress future employers. 
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9.2.8 Competences 
The interpretation on the findings for the competence variable is divided into 
three areas; i) competences gap; ii) competence functional dimensions, and iii) 
important recruiting criteria. 
9.2.8.1 Competence gap 
At this stage, the formula in measuring the competences gap is restated. The 
formula is: 
Actual competence - Expected competence = competence gap. 
A positive gap reflects that actual competence exceeded expectation, and a 
negative gap indicates inadequacy of competence level during training. The 
higher the positive gap the more competent the student would be, while the 
greater the negative gap the less competent. 
There were 56 competence statements categorized into seven competence 
functional dimensions. The competence functional dimensions were: 
" Management Analysis Techniques, 
" Adaptation to Environment Changes & Acquisition of Knowledge, 
" Personal Skills, 
" Management of Employee & Job, 
" Problem Identification & Communication, 
" Operation Techniques & Knowledge, and 
" Innovation. 
Industry professionals believed that graduates were competent in Operation 
Techniques & Knowledge dimension, in Management Analysis Technique 
dimension, in Adaptation to Environment Changes & Acquisition of Knowledge 
dimension, in Personal Skills dimension, in Management of Employee & Job 
dimension, Problem Identification & Communication dimension. Table 9.2 and 
9.3 lists the ten most positive competence statements and ten most negative 
competent statements comparing two survey regions. 
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Table 9.2: Comparison of the 10 most positive gap between region 
United Kingdom Gap Malaysia Gap 
IT literate +12 Apply second language skill +0.07 
Continuing education +1.0 Apply research methods +0.02 
Apply research methods +0.93 - - 
Making presentation +0.91 - - 
Using food service technique +0.48 - - 
Being aware to current knowledge +0.35 - - 
Using food production technique +0.32 - - 
Using banquet and catering technique +0.28 - - 
Using F&B merchandising technique +0.24 - - 
Apply second language skill +0.22 - - 
Table 9.3: Comparison of the 10 most negative gap between region 
United Kingdom Gap Malaysia Gap 
Adapting to changing circumstances -224 Develop innovative ways of work -4.2 
Forecasting future trends -2.16 Enhance suggestive selling technique -3.62 
Enhance suggestive selling technique -1.96 Forecasting future trends -3.34 
Using taskfjob analysis -1.96 Making decision under pressure -3.25 
Making decision under pressure -1.96 Building models and creative thinking -3.22 
Maintaining professional appearance -1.88 Communication with clients -3.1 
Develop innovative ways of work -1.84 Enhance socialisation & interpersonal -3.09 
relationships 
Using HRM skills & technique -1.83 Apply problem solving methods -3.05 
Using housekeeping technique -1.76 Apply self-evaluation technique -2.98 
Using financial analysis -1.73 Using task/job analysis -2.91 
9.2.8.2 Competence Functional Dimension 
Presented in Table 9.4, professionals in the UK believed that among the seven 
dimensions, Management of Employee & Job was the most important followed 
by Problem Identification & Communication, Personal Skills, Operation 
Techniques & Knowledge, Adaptation to Environment Changes & Acquisition of 
Knowledge, Management Analysis Techniques and ranked least important was 
the Innovation dimension. Meanwhile, professional in Malaysia ranked 
Management Analysis Techniques as the most important followed by 
Management Employee & Job, Problem Identification & Communication, 
Innovation, Personal Skills, Adaptation to Environment Changes & Acquisition of 
Knowledge, and Operation Techniques & Knowledge was the least important. 
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Table 9.4: Comparison of the functional dimension importance 
United Kingdom Mean Malaysia Mean 
Management of employee and job 5.063 Management analyses tech. 4.184 
Problem Identification and 4.696 Management of employee and job 4.163 
communication 
Personal skills 4.329 Problem Identification and 4.143 
communication 
Operation techniques and knowledge 3.962 Innovation 4.112 
Adaptation of change & acquisition of 3.633 Personal skills 4.000 
knowledge 
Management analyses technique 3.342 Adaptation of change & acquisition of 3.765 
knowledge 
Innovation 2.899 Operation techniques and knowledge 3.520 
9.2.8.3 Recruiting Criteria 
Eighteen criteria statements were categorized into four categories (see Table 
9.5): Experience, Personal Attributes and Traits, Academic background and 
Personal demographics. The investigation on these criteria shows that Personal 
Attributes and Traits (includes Attitudes, Ability to communicate, Friendly 
Personality and Grooming) were rated as the most important in recruiting. This 
was followed by Experience category (includes Reference, Work experience, 
length of work and diversity of work experience), then Academic background 
(includes Programme accredited by CHME, HCIMA etc, Degree class or GPA, 
University attended) and last was the personal demographics (includes 
leadership position, participation in organisation, membership in honourary 
society, fellow alumnus and gender). So it is not surprising that the link from 
academic performance to job and salary is weak. 
Cross referencing the recruiting criteria results with the competence functional 
dimension ranking, the study revealed that the Personal Attribute & Traits 
category were ranked high as was the Problem Identification & Communication 
dimension. Therefore, these criteria agree with what industry professional 
perceived in term of competence areas. For example, Ability to communicate 
was ranked high in recruiting criteria and problem identification & communication 
was also ranked high in the competence functional dimension. This reflects that 
industry professionals know what is needed from graduates upon entering the 
world of work with regard to competences. 
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Table 9.5: Recruiting criteria 
United Kingdom Mean Malaysia Mean 
PERSONAL ATTRIBUTES & TRAITS 
Ability to communicate 6.66 Appropriate attitude 6.85 
Appropriate attitude 6.64 Ability to communicate 6.53 
Personal grooming 6.19 Friendly personality 5.98 
Friendly personality 6.02 Personal grooming 5.9 
EXPERIENCE 
Reference 5.32 Work experience in hospitality 5.75 
Work experience in hospitality 5.25 Work experience (general) 5.19 
Work experience (general) 4.85 Supervisory experience 4.86 
Supervisory experience 4.55 Diversity of work experience 4.41 
Length of work experience 4.25 Length of work experience 4.23 
Diversity of work experience 4.11 Reference 3.98 
ACADEMIC BACKGROUND 
Programme accredited by CHME, 3.85' University or College attended 3.53 
HCIMA etc 
Degree Class or Grade Point Average 3.68 Degree Class or Grade Point Average 3.4 
University or College attended 3.55 Programme accredited by CHME, 3.38 
HCIMA etc 
PERSONAL DEMOGRAPHIC 
Leadership position in student organ. 3.49 Leadership position in student organ. 3.96 
Participation in students organisations 3.11 Participation in students organisations 3.71 
Membership of honourary society 1.68 Gender 2.59 
Fellow alumnus 1.64 Membership of honourary society 2.47 
Gender 1.63 Fellow alumnus 2.36 
Surprisingly, the anecdotal evidence which reports that professionals perceived 
operation techniques and knowledge in hospitality industry as highly important, 
was proven to be the opposite in this study. In the UK industry survey, Operation 
techniques was rank fourth out of seven dimensions while in Malaysia the same 
dimension was ranked last. 
Despite the differences in region, cultural background and perception, industry 
professionals in UK and Malaysia, seems to share some perceptions. Both 
ranked Management of Employee & Job, and Problem Identification & 
Communication dimensions as highly important. 
Comment: The study shows that hospitality graduates were competent in the 
areas of Operation Techniques & Knowledge dimension but less competent in 
the other functional dimensions. 
As the result show, industry professionals speak highly on having the right 
attitude; communication skills; friendliness; good personality in their recruiting 
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and hiring process. At present, the competence perceived as being needed most 
for hospitality graduates to acquire, were the areas in Management of Employee 
& Job dimension; Problem Identification & Communication dimension, and 
Personal Skills. 
9.2.9 Class of Degree, Job and Salary 
The study found that exit qualifications (measured by degree class attainment) 
were not correlated to job and salary (as seen in Figure 9.5 to Figure 9.8). A first 
class degree does not always indicate getting "first class job" or "first class 
salary". Furthermore, there is a possibility that a first class achiever could choose 
to further their study to postgraduate level. Evidently, the class of degree was not 
the determinant factor for a highly paid job in the industry. 
Table 9.6: Crosstabulation of Class of degree and job 
Class of degree United Kingdom Malaysia 
First Operation management or Operation management or 
specialist specialist 
Upper Second Operation management or Operation management or 
supervisory supervisory 
Lower Second Operation management or Operation management or 
supervisory supervisory 
Third Operation management or Operation management or 
supervisory supervisory 
By separating between upper and lower division of Second class achiever - the 
lower division had an equal chance obtaining job in the operation management 
level as the upper second class division and first class degree holder. 
The study revealed that (see Table 9.6) students obtaining a first class degree 
were more likely to get jobs in the operations management or specialist category. 
For those gaining an upper second they were more likely to go into an operation 
management job that a supervisory one. While for those with a lower second 
there was an equal balance between management and supervisory positions. 
Table 9.7: Crosstabulation of Class of degree and salary 
Class of degree United Kingdom Malaysia 
First GBP20,000 or below MYR24,000 or below 
Upper Second GBP 12,000 to 20,000 MYR12,000 to 21,000 
Lower Second GBP12,000 to 20,000 MYR9,000 to 18,000 
Third "' "` 
* Less than 1 cases 
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A cross-tabulation (see Table 9.8) between class of degree and salary level 
shows that the majority of upper second achiever earns between GBP12,000 to 
GBP20,000 in UK and MYR12,000 to MYR21,000 in Malaysia. Lower second 
achiever also got GBP12,000 to GBP20,000 but MYR9,000 to MYR18,000 in 
Malaysia. First class achiever earns from GBP20,000 and below in UK and 
MYR24,000 and below in Malaysia. The differences between class of degree 
and salary level were not significant. 
For UiTM Diploma, majority diplomate's classifications were lower second 
division followed by upper second division. Their first job were in the supervisory 
and operational category taking home MYR12,000 and below. High percentage 
of the second class achiever (both upper and lower division) and first class 
achiever tend to further their study into degree programmes. 
Having analysed all the variables, the remainder of the objectives and 
hypotheses were integrated. Below are the results: 
Objective 3: To investigate the relationship between practicum or 
professional training, and employability. 
Hypothesis 3: Professional Training (PT) enhances academic performance 
(AP) - P3, affects exit qualification (EXQ) - P5, increases competence 
(COM) - P6, and influences JOB - P9 (see Figure 9.14). 
Figure 9.15: Hypothesis 3 
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There was evidence that professional training was related to academic 
performance, exit qualification and competences. However, there was no direct 
evidence that professional training influenced Job and salary. Therefore, once 
again the null hypothesis was accepted, that there was no direct 
relationship between professional training and employability. But since it 
appeared to be related to other important factors such as academic performance 
in the final year etc. - it forms a critically important part in the overall education of 
the graduate. Whilst there is no measurable importance alone, professional 
training was seen to be influential in the academic performance in the final year 
which was itself related to job. 
In determining the relationship between students' competences and 
employability the following objective and hypothesis was integrated. 
Objective 4: To examine the relationship between students' competences 
and employability. 
Hypothesis 4: Competence (COM) effects exit qualification (EXQ) - P7, and 
impacted JOB - P9. (See Figure 9.16) 
Figure 9.16: Hypothesis 4 
There was evidence that the competences that graduates acquired were related 
to their employability. Graduates were seen to be competent enough but 
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could not explore direct link between individual competence or individual 
students and particular jobs. These were supported by the remarks given by 
the industry professionals, that they had acquired adequate competences in 
particular areas such as Operation Techniques & Knowledge, even though 
in some other areas they were perceived not to have acquired the 
competences adequately. 
For the final hypothesis that says: 
First class achievers are better than upper second and lower second class 
in relations to securing job on graduation. The study revealed that the 
chances of getting the appropriate job with appropriate salary were equal 
between first, upper second or lower second, in fact there was some evidence 
that third class achievers also got jobs of the same category and salary level. 
Thus, the above hypothesis was rejected. First class degree holders were 
equal in securing job with upper second and lower second class achiever. 
9.2.10 Summary on Employability 
In summary, all the above results indicated that entry qualifications, curriculum, 
professional training, and exit qualification did not offer to contribute directly to 
employability in hospitality industry. Only in remote cases (UiTM degree 
programme) that all these variables including academic performance and 
competences contributed primarily to graduate employability. 
9.2.11 Other Miscellaneous Findings 
9.2.11.1 Globalization and Internationalization 
Some findings were not central to the study but are still worth mentioning. It is 
relevant to the Malaysian development of graduates. Graduates trained in United 
Kingdom, United States, European Union Community and Australia were widely 
accepted, almost everywhere internationally. Those trained in the Far eastern 
countries, i. e. Hong Kong, Taiwan, Korea and Japan, were accepted within their 
region as well as those trained in Southeast Asia. Caribbean, African, Middle 
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East, Central and South American region revealed poor acceptability; they were 
conditionally accepted in their own specific country or region. 
The study shows that hospitality programmes in well-developed countries like 
United Kingdom, United States, and Australia were well known, well established, 
and enjoyed widespread acceptability by the industry 
9.2.11.2 Career destination 
Graduates of hospitality programme could easily get job in the supervisory and 
operational management level. There were very few incidents of graduates 
managing to obtain jobs in the specialist or senior level without prior work 
experience in the industry. Diplomates (UiTM students who completed their 
diploma) could get only jobs in the supervisory position or lower. Very rarely they 
could be hired into the operational management level experience with other 
industry credentials. 
9.3 Model Critique and Validation 
In validating the model, the presentations in the earlier sections were divided into 
Employability Correlation Conceptual Model (section 9.1.1); Employability 
hypotheses path (section 9.2); Hypotheses correlation models (from section 
9.2.1 onwards); UniS performance - employability path models, UiTM 
performance - employability path models, and the overall graduate employability 
path model (section 9.3). 
9.3.1 Employability Correlation Path Model 
Figure 9.17 presented the overall outcome of the statistical testing of the model. 
Clearly, there is no positive correlation between EQ and AP (i. e. between input 
and process). Statistically significant positive correlations were detected in the 
process, between CUR, AP and PT. Similarly positive correlations were also 
traced between process and output, between AP and EXQ, between PT and 
EXQ, and between PT and COM. A positive correlation also found in the output, 
between COM and EXQ. However, no significant correlation was revealed 
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between output and outcome, that is between EXQ and JOB, and between 
JOB and SAL. 
Figure 9.17: Overall outcome of statistically testing the model 
CUR 
(+) 
() EX( JOB 
EQ AP (+) (+) (-) 
(+) COM SAL 
PT (+) 
Key: (+) Positive correlation, (-) No positive correlation 
These findings supported the nature of the proposed employability model 
(Figure 9.18) which was a correlation model and not a causal model. The Input 
(Entry qualification) could not be said to 'cause' the Process (academic 
performance) but was correlated. The correlation between the two variables 
revealed that entry qualifications might or might not have an effect on the overall 
performance of student in a hospitality education programme. Again, in the 
Process, the curriculum was not seen to have a direct effect on academic 
performance as well as professional training. These in turn could be related to 
exit qualification and employment. Academic performance (Process) influenced 
exit qualifications and competence (Output). However, Output did not cause 
Outcome (employment -job and salary). It can be said that Output was 
correlated to Outcome. 
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Figure 9.18: Graduate Employabilit Model 
Graduate Employability Model 
Input Process Output Outcome 
As a summary, the proposed graduate employability model was partly validated 
as a reasonable model for hospitality graduates. Whilst there were direct 
influences between academic performance, professional training, exit 
qualification and competences, there were no direct influences between these 
four variables and entry qualification, nature of curricula, job and salary. 
However, this same model could be used for further research in a wider variety 
of hospitality education programmes as well as other discipline settings for 
validity and applicability. 
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CHAPTER 10 
CONCLUSIONS AND RECOMMENDATIONS 
10.1 INTRODUCTION 
The objective of this chapter is to present a summary of the study and conclude 
the research project. Accordingly, this chapter presents the summary of the 
hospitality graduate employability model, the findings of this research project; 
and finally, recommendations and implications for further research. 
10.2 HOSPITALITY MANAGEMENT EDUCATION 
Hospitality management programmes are facing more complex issues in the 
future than in the past. This will have an impact on the students as well as the 
educators, and also on the industry. The industry will expect hospitality 
management programmes to: 
" understand and support the needs of students and industry; 
" play an important role in the development of skills and abilities; 
" help the industry in reducing costs and improving operational efficiency; 
" design productivity improvement programmes; and 
0 communicate to students, realistic industry expectations and values. 
These expectations translate into great challenges for hospitality management 
programmes, preparing students for successful future careers. To meet this 
challenge, hospitality institutions have to gain the support and respect of the 
various hospitality organizations both in and outside the community. The 
institutions have to plan admission activities carefully, design its curriculum to 
meet the industry's needs and closely monitor the progression of the students. 
Within this respect, this research project is the first of its kind that has been 
conducted to study the employability of graduates of hospitality management 
education and its relevancy to Malaysia, using a UK institution as a benchmark. 
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No previous investigation has been conducted into a specific educational 
programme for the hospitality industry in Malaysia and UK which takes into 
account the academic performance of the students and sets this within a 
context of Malaysian and UK education system. In the Western literature, 
extensive research has been carried out on academic performance in other 
fields of study and disciplines. 
In Chapter 3, it was highlighted that the development of hospitality education in 
the West, especially in the UK and USA, has been influential in shaping the 
structure of developing nation's hospitality management education like 
Malaysia. Historically, the development and the basis of higher education in 
Malaysia were based mainly on the British system of higher education. The 
curriculum, content and character of the education system of most programmes 
or courses are basically Western or British oriented. Thus, the selection of UniS 
as the benchmark for quality and performance to Malaysia hospitality 
management programme was considered as justified. 
The hospitality management programmes in Malaysia have been accused of 
becoming too much of an acquisition of theoretical knowledge (Hashim, 2001) 
rather than an orientation towards the global and real world. Therefore, while 
the programme is still at the crawling stage, it seems necessary to conduct 
investigations into the academic performance of hospitality graduates and what 
is expected of them as effective future managers before it is too late. 
In determining the employability of the graduates, a conceptual employability 
model (Chapter 1) was proposed and a comprehensive examination on the 
variables was carried out. The study was descriptive in nature, using both 
quantitative and qualitative methodology. The study was designed to determine 
the relationship of entry qualification, academic performance, curriculum, 
professional, degree class and competencies, with employability. 
Authors have raised the issue of the difficulty in tabulating international 
educational attainments in cross-cultural research. Measures used by 
Kerckhoff and Dylan (1999) and UCAS (1999) were adopted (Chapter 2 and 
Chapter 7) and utilised, thus enabled the study to apply it robustly and in return 
received an excellent outcome. As mentioned earlier, the study was descriptive 
in nature, using quantitative and qualitative methodology. All the necessary 
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precautions and concerns were taken during the methodology, for it to be 
appropriate and adding worth to the study. The study had exploited individual 
student-level data rather than the aggregated university-level data. These 
individual-level data have provided a rich set of excellent information on which 
to base the construction of future performance indicators. The findings (Chapter 
8) provide evidence to some anecdotal remarks that University of Surrey 
hospitality graduates are highly accepted and preferred by the hospitality 
industry in the UK and elsewhere, and the school's (SMSSS) performance are 
on the increase year after year. 
10.3 HOSPITALITY GRADUATE EMPLOYABILITY MODEL 
In this section of the study the conclusions refer to range of variables, which 
are examined to measure the possible relevance to the progress and form of 
employability in hospitality management. The model (Chapter 9 and Figure 
10.1) may be viewed as a reference point encapsulating the issues affecting 
the path. The model does not make use of any one school of thought or claim 
to be conclusive. 
There are several significant facts that influence the employability path of 
hospitality graduate. First, entry qualification i. e. secondary school performance 
is not an element in hospitality higher education programme. It is rather a 
determinant that the applicant is qualified to enter higher education and has the 
potential to complete the course. According to the research findings in this 
study, high secondary school achievement did not necessarily translate into 
high performance level at final at university in that the correlation was not 
statistically significant. However, they were correlated, in the earlier stage of 
the university education. The fact that A level performance was significantly 
related to academic achievement and degree outcomes in other subjects e. g. 
chemistry (Holder and Wankowski, 1980; Bourner and Harried, 1987, 
Higginson, 1990) seems to be invalid in the hospitality context. This study has 
shown that in the case of UiTM undergraduate, who holds a diploma in hotel 
management and enters the degree programme in the same field, their degree 
performance was found to be significantly correlated with their entry credentials 
(Chapter 8). Where students are entering degree course deferent from A level, 
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it would appear that school qualification is a hurdle to the performance or 
predictor of university performance. 
Figure 10.1: Graduate Employability Model 
Graduate Employability Model 
Input Process Output Outcome 
Higher Education Employment 
Mature of Curricula 
Competences 
Second, nature of curriculum is a catalyst in the student's transition from school 
study to a vocational context. However, in this study, there is no direct relation 
between nature of curricula and employability was found. Whilst there was no 
direct correlation between nature of curriculum and employability, the nature of 
curriculum did have an influence through its effect on academic performance 
and degree attainment. The specificity or the generic nature of the curriculum 
had an effect on whether the graduate developed as a specialist or a 
generalist. The industry preferred those who are adaptive, flexible and 
transformative (Chapter 5), and this is in line with previous research findings 
about generic competences (e. g. Hager et al. 2000, Hashim, 2001). 
Third, high academic performance at the earlier stage of course is one of the 
determinant factors for subsequent academic achievement, which then 
determines the final class of degree (e)dt qualifications). Student's self-concept, 
attitudes, learning approach, and performance (Chapter 4) are some of the 
factors which contribute to achievement. To emphasize the point; a positive 
self-concept is valued as a mediating variable that facilitates the attainment of 
academic outcomes such as academic achievement. Self-concept also 
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influences the learning approach of students, since a positive studying 
approach results in a successful learning and is correlated with quality of 
learning outcome. It also seems reasonable to assume from the start that 
students who commit themselves to completing their higher education are more 
motivated and will perform at higher levels of achievement. 
Fourth, professional training influences graduate readiness for work. The 
literature indicates that professional training improves students' performance 
through various means, such as job skills learned that may translate into better 
academic skills and into better personal habits such as self-discipline and 
resilience (Knouse et al. 1999; Eastaf, 2002; Kasimzade, 2002). The present 
study supported this idea for university performance. Students undergoing 
professional training and non-professional training started with the same 
potential (the same average entry qualification points). Upon graduation 
however, those undergoing professional training had accumulated significantly 
higher grades than those who did not. It is clear that some students started 
university with direct entry on the basis that they have had prior work 
experience. It is unclear why these do not translate into higher academic 
performance. Professional training should be related to better job opportunities. 
However, in this study the result suggested that in hospitality education, 
professional training does not normally significantly relate to job opportunities. 
This does not support previous findings that students with professional training 
find jobs relatively quickly (Knouse et al. 1999). 
Fifth, competences held by a graduate are the factors in graduate 
employability. Industry speaks highly on graduates having the right attitudes; 
communication skills, friendliness, and good personality during recruitment. In 
this study, it is found that they prefer students to be competent in the area of 
`Management of Employee and Job'; `Problem Identification and 
Communication', and `Personal Skills'. Graduates of hospitality were perceived 
to be adequately competent in language skills, operational functions i. e. food 
and beverage service and production, banquet and catering, IT and 
merchandising. However, they need to improve their competence 
in 
forecasting, decision making under pressure, financial analysis, and innovative 
work. 
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Sixth, while hospitality education dominates in the employability of graduates, 
the degree class was seen in this research as having no significant effect on 
employability. Upon entering the workforce the type and level of education does 
effect level of entry and employability of graduates especially in the supervisory 
and functional managerial position. As Doherty et al. (2001) indicated that the 
industry is recognising a degree for an entry into the management level 
position, however, for senior level position, experience counts. 
Finally, there is a diversity of pay levels within the labour market. There is no 
strong evidence to suggest that high academic achievement at university 
predicts better initial salary. Salary levels vary considerably, it depends upon 
the functions, size of organisation and location (Ladkin, 1995). The fact that 50 
percent of the graduates did not stay in the industry for the whole of their 
careers (Holden and Jameson, 1999). This could be an indication of low 
salaries in the sector or as has been found at Surrey, hospitality graduates are 
equipped with transferable skills which are greatly in demand in the sector 
requiring management skills. 
In conclusion, graduates of hospitality studies are without doubt well prepared 
and prepared to be employable and as competitive in the employment market 
place as their counterpart in other disciplines. The research shows that industry 
recognised this, for example, UniS has the highest employment rate of 
graduate in the UK (Education Guardian, 2002). 
10.4 LIMITATIONS OF STUDY 
As mentioned earlier (in Chapter 1 and 3) the history of hospitality management 
education in Malaysia is relatively new compared to other developed nations. 
The first degree level programme was only introduced in 1995 which was 83 
years after the first degree in hotel management was introduced in USA and 
thirty years compared to the UK. 
Despite of the necessary precautions and concerns taken during the 
methodology stages being appropriate and adding worth to the study, there 
were a number of methodological problems and technical difficulties associated 
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with this study, which make it necessary to treat the results with the usual 
measure of caution. 
For example, a limitation was that the research approach adopted relies on 
building models based on existing theories and concepts identified from 
previous research published in the literature and after an extensive literature 
search and detailed thought and discussion with academics and other 
interested parties. This has meant that some possible concepts, such as 
teaching styles and personal attributes, have not been included. An alternative 
approach, exemplified through grounded theory (Bryman, 2001), would start 
from an exploratory perspective allowing the concepts to develop through the 
research process. In this way, some concepts not identified in the existing 
literature may have emerged. 
A second limitation was that, the approach taken was starting with a model, 
rather that starting with more exploratory research with the associated 
drawback of having to exclude some elements such as teaching styles and 
personal attributes. 
A third limitation was the sampling procedure is open to criticism on the ground 
that it was non-random in nature, i. e. whilst the whole population was surveyed, 
and because subjects were drawn from only two universities in UK and 
Malaysia only. The study used students in two universities of different 
education orientation and cultural background. Thus it is possible that the 
results occurred because of some specific function of this limited sample. So 
the likelihood of it being representative for other universities is uncertain. 
Surrey was chosen as a comparator because it was judged on many criteria to 
be a world standard with which to compare to UiTM (see Chapter 3). 
A fourth limitation was due to the difficulty in correlating the curriculum variable 
and the academic performance variable. In the statistical testing stage, the 
presumed testing method (the study tries to use structural equation modelling 
(SEM) statistical package) could not be computed. This was so because, the 
nature of data collected for the academic performance was ordinal while the 
curriculum data was nominal. However, the researcher strongly believed in the 
existence of a relationship between the curriculum and the academic 
performance, but was unable to execute or prove it statistically. 
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A fifth limitation is that the study assumes grades assigned by educators are 
suitable measures of performance. It is possible that other educators may have 
awarded different grades. Future studies might consider using multiple grades 
to assure the validity of the performance measure. 
A sixth limitation was in term of time and budget. Given the chance, the 
researcher would have liked to conduct interviews to ask what criteria do 
employers look for in evaluating a degree programme. 
A seventh limitation was that the Malaysian hospitality industry salary was not 
comparable to those of UK. The salary gap between graduate starting salary 
and managers in Malaysia were great. It is suggested that future studies be 
conducted in this area. 
A final limitation was that the study tried as it could to include all possibilities in 
determining the jobs destinations outcomes of graduates. The result did not 
however, represent the whole aspects of hospitality. Some graduates did not 
respond to the survey, especially UniS international graduates. 
10.5 IMPLICATION FOR FURTHER RESEARCH 
The level and quality of high education students obtain is an important area that 
needs special consideration. A major concern for both students and hospitality 
programmes is the specific career or educational path that students will follow 
after graduation. This particular information can be extremely useful to any 
institution. If most students decide to continue working in the hospitality 
industry, it means that the programme is having success in its role of higher 
education. On the other hand, the success rate of its graduates in the industry 
also reflects the quality of education offered. 
This research project is the first initiative and contribution towards a more 
comprehensive future research on academic performance and employability of 
hospitality graduate in Malaysia as well as the UK. The current findings 
highlighted several crucial themes concerning the measure of academic 
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performance and raised important implications for the development of 
hospitality management education curriculum. 
Besides the crucial themes identified, further research into these themes are 
necessary. The present study would become a catalyst for future research. 
The study believes that additional research is needed to enrich the discussion 
of an effective and relevant learning experience. Further research needed 
includes: 
1. The study had exploited individual student-level data rather than 
aggregated university-level data. Thus, individual-level data have 
provides a rich set of information which could be the base for the 
construction of future performance indicators. Although the focus of this 
study concerns hospitality graduate labour market outcomes, it is 
suggested that the analysis is capable of being generalised to the 
construction of performance indicators for other outputs of other 
universities' disciplines. 
2. The scoring of entry qualifications for the population could be criticized 
for its apparent arbitrariness and subjectivity. A more reliable measure 
of differences between students based on their entry qualifications 
would be actively pursued should a future study of this type be 
undertaken. 
3. In certain respects, this study resembles an extended pilot in that further 
analysis of cohorts could, in theory, continue indefinitely to determine 
whether the results from these three cohorts are representative or not. 
Certainly, the data from the next three cohorts should be sufficient to 
enable firmer conclusions to be drawn. 
4. A number of other control variables are suggested to be in the analysis 
of the graduate employability. These include: course characteristics 
(e. g. duration), and characteristics of the department in which the 
student studied (e. g. staff-student ratio, level of expenditure, and 
proportions of student gender). 
5. This study should be replicated with more representative samples from 
the population of hospitality industry professionals. This study was 
limited to only industry professional listed in the Hotel and Catering 
Institutional Management Association (HCIMA) membership and 
Malaysian Association of Hotels (MAH) and Malaysia Food Services 
Industries. Corporate recruiters or directors of human resources of the 
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largest hospitality companies could be surveyed to obtain more 
generalizable result. 
6. It would be clearly of interest to look at the linguistic ability at all stages 
or levels or semesters rather than specifically at entry level only. 
7. It is viewed that further study as desirable outcomes and this should be 
reflected in the analysis of graduate performance. Further work might 
usefully examine the subsequent career paths of postgraduate 
students. 
8. Finally, it might be useful that this study be extended to determine the 
perceptions of the educators and industry professional about where the 
subject areas and general management knowledge/skills can be 
learned, in school, on the job during training and development, or by 
individuals themselves. 
9. Similarly, it may be that this study be extended to include samples of 
hospitality students. No research has analysed the opinions of students 
and inputs from alumni. These individuals may have different insights 
than educators and industry professionals about the importance of 
subject areas. 
10. Critically, it might be of great importance to decision makers in 
education to look at the absence of any clear link between entry 
qualifications and performance especially in hospitality programme and 
re-evaluate the effectiveness of admission criteria and entry credentials. 
This may be particularly important in the light of current concerns 
around the widening participation agenda, which might encourage non- 
traditional students to apply for courses. 
Overall, "Graduate should leave higher education better, than when they enter 
(Knight, 2001, p94). " Knight added further that, good quality higher education, 
leads to good jobs, or if the labour market is difficult, to employability. This was 
the basis that this research study was conducted. 
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APPENDIX B 
Appendix Bi Cornell's Course requirements for BSc Hotel Administration 
Management Operation: 
introduction to Lodging 
Strategic Management 
Human-Resources Management: 
Org. Behaviour and Interpersonal Sldlis 
Human Resources Management 
Financial Management: 
Financial Accounting 
Managerial Accounting 
Finance 
Hospitality Financial Management 
Law. 
Business and Hospitality Law 
Economics: 
Microeconomics for the Service Industries 
Macroeconimics 
Food and Beverage Management: 
Introduction to Food Service Operations 
Culinary Theory and Practice 
Restaurant Management 
Marketing and Tourism: 
Principles of Marketing 
Marketing Elective 
Property Asset Management: 
Hotel Development and Planning 
Hospitality Facilities Operations 
Communication: 
Managerial Communication 
Managerial Communication 11 
Operations Management and IT: 
Microcomputing 
Hospitality Quantitative Analysis 
IT in the Hospitality Industry 
Practical Work Experience for Hotel School Students (Practice Credit) 
The Hotel School requires all of its undergraduate students to gain practical 
work experience '(800 -hours) within 'the -hospitality industry prior to graduation. 
Students are encouraged to apply for summer employment and internships for 
the classroom break period beginning at the end of May until the end of August 
Note: Source of Cornell's data were assessed at http: www. cornell. edu on 28 
June 2002. 
q'c 
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Appendix B2: Course Structure for UiTM's Diploma Fogd Service Management (3 years) 
Semester 9 Semester 2 
Introduction to Hospitality Industry Basic Eastern Cookery 
Food Service Sanitation Basic Pastry 
Basic Chemistry Food Chemistry 
Fundamentals of Food Economics 
Basic Western COC" Kitchen Management 
English Mandarin Language 
Religious Studies English 
Mandarin Language Religious Studies 
Semester 3 Semester 4 
Food Service Operations Food & Beverage Control 
Institutional Housekeeping Food Service Accounting 
Fundamentals of Management Introduction to Nutrition 
Principles of Accounting Principles of Marketing 
Physiology Computer Applications for Food Service 
English Physical Plant Maintenenace 
Religious Studies English 
Religious Studies 
Semester 5 Semester 6 
industrial Training Entrepreneurship Studies 
Human Resources Management 
Applied Nutrition 
Innkeeper's Law 
Catering System & Operation 
Hospitality Management Accounting 
Relioious Studies 
's Faculty of Hotel and 
Appendix B3: Course Structure for UiTM 3-year B. Sc (lions) in 
Food Service Management) 
Food Service Sanitation 
Kitchen Management 
Introduction to Nutrition 
Fundamentals of Food 
Housekeeping Operation 
Front Office Operation 
English 
Religious Studies 
Semester 3 
Service Management 
Managerial Economics 
Hospitality Human Resource Mgmt 
Hospitalsiy Financial Management 
Semester 5 
Internship - Supervision 
Research Meftdology 
He itatity Seminar 
of 
Principles of Accounting 
Economics 
Principles of Management 
F&B Service Management 
Commercial Food Production 
F&B Cost Control 
English/French 
Religious Studies 
innkeeper's Law 
Semester 4 
Menu Development and Merchandising 
Purchasing and Procurement 
Advance Food 
Service Marketing 
Business Statistics 
Semester 6 
Hospitality Business Strategy 
Food Service Administration 
Research Project 
Management, 1999 
lq'7A 
Appendices 
Appendix B4: UniS Degree Modules 
Level and Modules Core P S! Electives 
Level One 
Business Accounting x 
Business Economics (Micro) x 
Introduction to Business Research Methods X 
Food Quality x 
Behaviour at Work X 
Law for Managers X 
Food and Beverage Operations X 
Introduction to the Hospitality industry x 
Properties Management X 
Advanced Food and Beverage x X 
Foreign Language x x 
English Language x x 
Food and Society x 
Food Commodities x 
International Tourism Operation X 
Consumer Law X 
Intro To Hospitality Law X 
Law of Contract X 
Licences Law x 
Level Two 
Business Control X 
Busair Economics (Macro) X 
Entrepreneurship - Theory and Practice X 
Business Finance X 
Marketing Principles x 
0B2 - Managing w/ & through Organisation X 
Service Sector Marketing x 
Food and Beverage Management x 
Rooms Division Management x 
Operations Analysis X 
MIS for Hospitality x X 
Languages X 
Nutrition x 
information Management X 
Food Choice and Acceptability X 
Information Systems Development X 
Inflight Catering Operations X 
Consumer Protection Law X 
International Tourism Operation X 
Inflight Catering Management X 
Gastronomy X 
Issues in the Management of Human Resources X 
Food Technology X 
Work Study X 
Statistics x 
introduction to Hospitality and Tourism X 
Marketing 
x Merchandising 
X F& B Appreciation 
IT in Restaurant Ho%f & Tourism X 
Level PSTA 
Level Three 
Final Year Project x 
Business Strategy X 
international Hospitality Operations Management x 
International Tourism Cases x 
IW 
nnonr/iv+nc 
(Continue) 
International Tourism Management x Financial Management X Food and Nutrition Management x Industrial Relations x Employment Law x 
Entrepreneurial Business Development X 
Risk Management x 
Strategy and Tactics for IT x Market Research x 
Strategic Business Management x 
. xouiie. urnversRy or surrey, zuwl 
Appendix 85: University Ranking by the Guardian Education 
Demand for people working in pubs, restaurants and hotels is increasing every year as we spend more 
time entertaining ourselves. Job prospects after hospitality and catering degrees could not be better. 
Hotel and restaurant management courses introduce students to the range of required skills, from human 
resource management and marketing to the overall running of businesses offering food and 
accommodation. Surrey manages to secure first place in the rankings in a field dominated by newer 
universities, such as Sheffield Hallam. It does well in EducationGuardian. co. ul's value added measure, 
highlighting a strong record in enrofling students with lower entry qualifications and producing graduates 
with first class honours. 
Using the tables I Business & Management Studies I Research ratings 
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Appendix Bö: TOURISM AND HOSPITALITY MANAGEMENT INSTITUTIONS IN 
MALAYSIA 
Course Offered Lei of Examining Body Course 
Training Duration 
PUBUC INSTITUTIONS 
LIITM Faculty of Hotel and Tourism 
BSc: (Honst) Hotel Management Managerial University Degree 3 years 
BSc. (Hons. ) Food Service Mgmt Managerial University Degree 3 years 
BSc. (Hons. ) Tourism Management Managerial University Degree 3 years 
Diploma in Hotel Management Mgrial I Spnrisory University Diploma 3 years 
Diploma in Food Service Mgmt Mgriaf / Sprvisory University Diploma 3 years 
Diploma in Tourism Management Mgnal I Sprvisory University Diploma 3 years 
Diploma in Culinary Arts Mgrial I Spniisory University Diploma 3, years 
Certificate in Travel Operation Skill / Operative College Certificate 1 year 
Certificate in Hotel & Restaurant Services Skill / Operative College Certificate 6 months 
North University Of Malaysia 
BSc. (Hons. ) Tourism Management Managerial University Degree 3 years 
thI versify of Malaya 
Bachelor in Econon. ies Managerrat University Degree 3 years 
University Pufra Malaysia 
Bachelor in Economics Managerial University Degree 3 years 
BSc: Food Service Management Managerial University Degree 3 years 
University Tun Abdul Razak 
Diploma in Tourism Management Supervisory College Diploma 2 years 
Diploma in Hotel & Catering Mgmt SupeMsory College Diploma 2 years 
A ational Productivity Centre 
Diploma in Hotel Management Supervisory College diploma 2! years 
Certificate Skill in Basic Cooking Skits College Certificate 1 year 
Skill in Front Office Operation Skill College Certificate 7 months 
Certificate in Skiff Restaurant Services Skill College Certificate 1 months 
Hotel Restaurant Supervisory Certificate Skill, College Certificate 3 months 
PRIVATE, SPECIALIST COLLEGES AND TRAINING . 1N$TITUJTIO. NS 
KoIej Dammara Mama 
Diploma in Hotel Catering Mgmt Mgriai / Sprvisory College Diploma 2 Y3 years 
Cert In Food Prod. & Rest Services Supervisory/SIdiI College Certificate I years 
Certificate in Hotel & Catering Studies Supervisory/SKill College Certificate 1 years 
Sid. Coftge 
Degree in Hotel & Tourism Managerial US University 4 years 
Advance Diploma in Hotel Catering Mgmt Mgrial I Sprvisory College Diploma 3 years 
Diploma in Hotel & Catering Mtgmt Supervisory College Dploma I! years 
Certificate irr Hotel & Catering, Mgmt Skilt College Certificate 6 months 
St n#ord College 
Diploma in Hatel & Catering Mgmt Supervisory Stamford, AHMA, USA IY years 
Cert in Professional Culinary Arts Skiff Stamford, Malaysian 9 months 
F&B Executives 
Certificate in Hotel & Catering Mgmt Skill /Operative 
Assoc. 
Stamford, AHMA, USA 6 months 
Sunway College 
BSc. Business (Catering & Hotel Mgt) Victoria University of 1+2 yrs Technology 
RNA Coll 
Degree in Hotel Management US University 1+2 yrs 
141a 
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Restaucaat Management 
Tourism and Travel Industry 
Strategic Business School 
HND in Travel & Tourism Mgmt Mgrial I Sprvisory 
Diploma in Hotel Catering Mgrnt Mgriat / Sprvisory 
Systematic Business Training cents SBTC 
Diploma of Business (Hospitality & ý` 
Catering Mgmt) 
C&G School of Hotel & Catering 
Diploma in Hotel Catering Mgrnt 
Diploma in FO & Mote' Receptbn Mgt 
Diploma in Hotel Catering Mgmt 
Certificate in Professional Chefs 
Certificate in Professional Cooks 
Certificate in Food & Beverages Service 
Certificate in Bartender 
Certificate in Wine & Spirit 
AMC 
HD in Hotel & Catering Mgmt 
(Brevet de Technician Superieur) 
Diploma in Hotel Catering Mgmt 
(Brevet de Technician Hobeltiere) 
Certificate in Hater Catering Operations 
Associate Diploma in Hotel Catering 
Short Workshop Courses 
Reliance School of Tourism 
Diploma in Travel & Tourism Mgmt 
Complete Airline Ticketing 
Highes Lest. In Tourism Mgmt 
Certificate in Tourism Studies 
SWen Hotel & Catering Institute 
Management Diploma (Hotel) 
Management Diploma (Hotel) 
- Required 3 years walk experience 
Diploma in Hotel & Catering Management 
(Food & Beverage Mgmt) 
Diploma in Hofei & Catering Mgmt 
(Production Mgmt) 
IDiplorna in Hotel & Catering Mgmt 
(Accommodation Mgmt) 
Certificate in Hotel Catering & Ski is 
Chinese Cooking Skills 
Source: 
Mgrial I Sptvisory 
SupepAsofylSkW 
Sid 
Skill 
Slit! 
SIdIV Operative 
SkilU Operative 
SkiUIOperative 
Mgrial t Sprvisory 
Supervisory/skiff 
Skill I Operative 
Skill / Operative 
Skill / Operative 
Supervisory 
Skill / Operative 
Sla!! / Operative 
Skill ! Operative 
Mgrial I Sprvisory 
Mgrial / Sprvisory 
Supervisory 
Supervisory 
Supervisory 
Skill 
Skill 
US University 
US University 
BCFT & CS, UK 
BCFT & CS, UK 
SBTC & Regency 
Hotel School, AUS 
CGLI, UK & NRA, 
USA 
CGLI, UK 
NRA, USA 
CA & NRA, USA 
CGLI, UK 
CGLI, UK 
CGLI, UK 
Wine & Spirit 
Education 
Academie de 
Grenoble, France 
Academie de 
Grenoble, France 
College Certificate 
College Certificate 
College Certificate 
College Diploma 
College Qualification 
College Certificate 
College Certificate 
Local College, 
ENFRA, USA 
Local College, 
ENFRA, USA 
Local College, 
ENFRA, USA 
Local College, 
ENFRA, USA 
Local College, 
ENFRA, USA 
College Certificate 
Endorsed Certificate 
1+2 yrs. 
1+2 yrs 
3 years 
3 years 
6 months 
1h years 
I year 
I year 
1 year 
6 months 
6 months 
6 months 
3 months 
3 years 
2 years 
6 mac s 
Short-term 
Short-term 
I Y2 years 
3 months 
2 months 
I months 
2 years 
1 year 
2 years 
2 years 
2 years 
1year 
18-24 wks 
Key: AHMA 
BCFT & CS 
Ccu 
CIA 
ENFRA 
HO 
HND 
NRA 
and Zahan, 1994; Soh, 19W; After Education Guide Malaysia, 1994 
American Hotel & Motel Association 
Birmingham College of Food, Tourism & Creative Studies 
City & Guilds London Institute, UK 
Culinary Institute of America 
Educational Foundation of the National Restaurant Association of 
America 
Higher Diploma 
Higher National Diploma 
National Restaurant Association, USA 
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Appendix B7 
Few example of Unitary Warding Bodies (Pre-Merger) in England 
Formei Examining Board Unfta Awarding Bod 
Associated Examining Board AQA 
Business and Technical. Education Council Edexcel 
Business Education Council Edexcel 
East Midland Regional Examinations Board OCR 
Joint Matriculation Board AQA 
Midland Examining Group OCR 
rthem Examinations and Assessment Board AQA 
Oxford and Cambridge Examinations and Assessment 
Council 
OCR 
Oxford and Cambridge Schools Examination Board OCR 
RSA Examinaticm Board OCR 
South East Regional Examinations Board AQA 
South Western Examinations Board AQA 
Southern Examining Board AQA 
Southern Uniuersities Joint Board AQA 
Technical Education Council Edexcel 
UnNersity of Cambridge Local Examinations Syndicate OCR 
Ur*versity of London Examinations and Assessment Council Edexcel 
University of Oxford Delegacy of Local Examinations OCR ý^- West Midlands Examinations Board OCR - 
Source: QCA, 2001 
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Appendix B8 
Gamble et al's (1993) Broad Categories of Management Activity 
Day to day 
operation 
Managing 
business 
performance 
Managing 
projects 
Managing 
strategic 
decisions 
Managing 
legal 
complexity 
Making 
presentations 
I training 
SpecialisI 
technical 
area 
Interpersonal 
skills, 
Managing 
a 
crisis 
, j. 
Managing 
individuals 
Managing 
teams 
Managing 
external 
contacts 
Managing 
personnel 
administration 
Using 
computers 
in management 
Self 
development 
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Appendix B9 
Caterer. com (1997) "The respect due to professionals. " 15 May. http: l/ 
www. caterer. com/ archive! arficiedetaii. asp? SectionlD=72&article 28/98102 
The catering industry has so many problems attracting the right type of line 
employees, and that those who do join do not last for very long. Is it true that 
schools do not promote our industry and, employers found it so harrt to offer the 
right working condition and pay packages. If only there should be a way to 
make the Great British Public acknowledge the hard-working, tolerant and 
enthusiastic employees as the professionals they truly are, many of the 
problems face by the industry would be eased. 
Employees in the US service industry are happy to work the floor for some 
reason, (1) Their employers treat them correctly, they are well paid. (2) In US, 
being a line employee is not looked down upon, it is a serious career. US 
customers treat these employees with respect, not as second class dens. 
In the UK service industry employees are confronted with rudeness and are not 
credited with the slightest bit of intelligence. In return, they are expected to grit 
their teeth and bear it, all in the name of good service. Why is it that doctors 
and lawyers, who also provide a service to their clients, are classified as 
professionals, while waiting staff, who put so much effort into providing their 
customers with a complete mead experience, are not? 
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Appendix C3: Sample Cohorts by Institutions and Academic Stages 
I, STUDENTS OF IAVN@ZSIIY OF SURREY (BSc. (Hans) in Hctei and Catering Manege & 
@h-r-. O-IczLs in Intemej(nal 1-kw kaf"rfv it Trw uian IlAonairne. d 1 
YEAR 1999 2000 '? UQi 
Mt3N1' ONG J[FMAM 
.fJ'ASO'NG ,fFM'AM" .f-JA*S[4NG 
GROLPI AA5 Irri 10 
GROW 2 - FSS t=14ß 
GROUP 3 A97 n=120 
U. 5i OL i5z. u7'ß Tt TEKNO1OGi MARA (S& in Hctd ktnegweat & BSc. in Food ServiceP ag m) 
YEAR 1999 2Wü 2001 
MONTIA QNDJFMAMJJASONDJFMAMJJASOND 
GROUP 1 89&1 1n 60 
GROLIP2 e9 
GROUP 3 8991 In=60 
GROUP 4 8992 n=60 
!!!. STUDENTS OF UMVEE TI TE OGI M4RA(Liplcma in Hold Management & Diploma in Food Sevice 
YEAR 1999 2000 2001 
fxxvH ONDJFMAMJJASOND'JFMAMJJASOND 
GF4LF 1 8871 ln=ioo 
GROUP 2 8972 1r=150 
GROUP 3 B981 n=150 
CROUP 4 om- r=45ß 
Key: 1. AR are the cdicr s code fa each hi Ib oes and year of enhy. 
2 (m*) are the estimated number of students in each cchart 
3. The that ilusbates the cohat"s status and fig graduating tune. 
. 
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Appendix C4: Consequences of Data Protection Act 
Unis 
University of Surrey Memorandum 
School of Management Studies for the Service Sector 
From: Andrew Lockwood 
To: MK 
cc: 
Ext: 3093 
Date: 07/03/00 
Re: Notes of Meeting with Brian Barnard re: Naim's research 
The general consequences of the Data Protection Act seems to be as follows: 
" We will need to obtain positive consent from all students included in the study. This will 
involve sending them a letter stating the reason why we are requesting to use the data 
and 'anything else they need to know'. Brian suggests this might include that it is purely 
for research purposes, that their names will not be disclosed at any stage, that the 
records will be destroyed on completion of the research. Only those students who 
return the tear off slip saying 'yes' can be included. 
" We will need to do this through Guildford College as well with them sending out the 
letters as they shouldn't give us the data! 
" There does not seem to be a problem in using data from past students. 
" We will need. to ensure that the data is stored securely, preferably under password 
protection.. It may be a good idea to only have names on a'key' document that could be 
stored separately. - 
" Nationality data isn't a problem but ethnic origin would be. 
"_ Nairn will need to sign an undertaking that when accessing the student files 
he will only 
use the data that he needs for the purposes of the research study. It would be a good 
idea if the files were under supervision at all timesie. did not leave the general office so 
Janet could keep an eye on them, as we need to treat paper records fairly and lawfully 
as well as electronic records. 
`ý 
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Appendix C5: Letter of Consent 
M. Naim Kaman 
PhD Researcher 
Schwl of Management Studies for the Service Sector 
University of Surrey, 
GUILDFORD GU2 5XU 
TO ALL HOSPITALITY GRADUATES 
REQUEST FOR ACCESS TO ACADEMIC DATA FILES 
I June,. 2001 
I am a PhD researcher in the school currently conducting research to study the 
relationships between entry qualifications, academic performance, fmal- 
assessment (in -tos of grade average) and subsequent employment. 
In the metbodolt-gy, access to -tbc student's academic files is -essential. -However, 
under the Data- Prot on Act, it is only possible to access files if I have your 
explicit consent. The inibrination sought is URN, gender, age, nationality, 
q cation upon entry, subjects and course performance. For your 
ihtönnatibn, Professor Michael Kipps and'Professor Andrew Lockwood will 
supervise the study. 
To ensure anonymity all the names will be coded. The data will be used only for 
my personal research work between March' 2000 and September 2002. It will of 
course be treated with the strictest confidence. 
Please put your name and signature in the space below to indicate your 
agreement and return to me at the above address in the FREEPOST envelope 
provided. 
Yours truly, 
M. NAIM KAMARI 
I 
................................................ agree 
/ do not agree that my academic 
data can be used for the purposes of the research study mentioned above. 
SIGNATURE :............................................. . 
DATE: ...................................... ....... 
Am 
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Appendix C6: Letter of Undertaksng 
M_ Naim Kamari 
Postgraduate Research Office 
2000 
School of Management Studies for the 
Service Sector 
University of Surrey. 
To 
Professor Michael Kipps 
Professor Andrew Lockwood 
School of Management Studies for the 
Service Sector 
University of Surrey 
Dear Sir, 
LETTER OF UNDERTAKING 
20 March, 
With reference to the accessing of students' academic fil cs, I hereby promise 
that it will only be used for the purposes of ray research study between I arch 
20.0 to September 2002. 
All names will be coded as to ensure anonymity and will be treated with the 
strictest of confidence. 
Yours sincerely, 
IvL NAIM KftMARI 
ße11' 
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Appendix C7: Letter for Data Access to UiTM 
ýý 
Unis 
University School of 
of Surrey Management 
The Provost Guildford Studies for 
Academic Affairs Surrey Gut 5XH, UK the Service 
Universiti Teknologi MARA (Terengganu) Telephone Sector 
Sura Hujung +44 (0)1483 300800 
i f , mile Facs essor Pro 
Dungun +44 (0)1483 300803 Michael Kipps . 
23000 Terengganu BSc PGCE MSc PhD 
Malaysia FHCIMA 
Head of School 
Telephone 
+44 (0)1483 259182 
16 February 2000 
Facsimile 
+44 (0)1483 259184 
Email 
M. Kipps@surrey. ac. uk 
THE QueEM's 
ANNIVERSARY PRIZES 
r. "-*Mýýwaf 
1996 
Dear Provost, 
Re: Naim Kamari : PhD Student -Postgraduate Research 
Topic: Employability: do academic achievement. professional training and 
competences make a difference? 
I write to support Mr Kamari's request for access, retrieval and transfer of students' personal data, 
their examination and achievement results for use in analysing entry-level qualifications and academic 
performance. 
The cohorts' data he wishes to work with are: 
Diploma in : Hotel Management - in semesters 3,4 and 5 
Diploma in Food Service Management - semesters 3,4 and 5 
Diploma in Chef Training - semesters 3,4, and 5 (optional) 
We can assure you that all data will be anonyrnised so that no student names will be used. The 
researcher simply needs to be permitted to follow through an individual subject's academic 
achievement and then be able to relate this to the resulting employment in industry. 
We shall be seeking similar permission from our University authorities to allow Mr Kaman to 
examine the relationship between a subject's performance at University and their subsequent 
employment. A comparison of the results from cohorts in Malaysia and in the UK will also be made. 
Again, we can assure you of complete confidentiality at all times. As soon as we have the required 
data, subjects will be assigned a project number which will be used throughout the study. 
We hope that you will grant our request, which is fundamental to the work of the research project. 
Yours sincerely 
Professor Mi  apps 
Research Supervisors 
and Professor Andrew Lockwood 
Hospitality Managemenr 
Tourism Management 
Food Management 
Retail Monogement 
Health Care Management 
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Appendix C8: Letter of Permission to Collect Data in Malaysia 
Muhamad Naim bin Karari 
PhD Researcher 
SMSSS University of Surrey 
Guildford GU2 5XH 
United Kingdom 
30hb. Mei, 2001 
Puan Zaemah Sukaimi 
Timbalan Peadaftar 
Babagian Latihan dan Pembangunan Staf 
UiTM, 40450 Shah Alam 
Selangor Darul Ehsan 
MALAYSIA 
Puan, 
Per: Pengumpulan Data di Malaysia 
Dengan hormatnya perkara di atas adalah dirujuk. 
Saya ingin memaklumkan kepada pihak puan, bahawa saya akan pulang ke 
Malaysia untuk tujuan pengumpulan data pada 16hb Jun 2001 hingga 19hb 
Ogos 2001. Sampel penyelidikan saya adalah terdiri daripada pelajar-pelajar dan 
tenaga pengajar Fakulti Pengurusan Hotel serta profesyenal di dalam industri 
hospitaliti. 
Dilampirkan surat pengesahan penyelia darf University of Surrey. 
Sekian untuk makluman puan. 
Yang benar, 
NAIM 
Email: naimkamafl a@hOtmail. C0m 
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Apppndix C9: Support Letter for Permission to Collect Data in Malaysia 
Staff Training and Development Department 
UiTM, 40450 Shah Alam 
Selangor Darul Ehsan 
MALAYSIA 
Dear Ms. 
Re: Muhamad Naim Kamari 
This is to certify that Naim Kamari will be going back to Malaysia for a 
duration of two months from 16th June 2001 to 196' August 2001 for data 
collection purposes. His research's sample population includes students and 
educators of UiTM, and hospitality industry professionals in Malaysia. 
Thank you, 
Yours truly, 
(signed) 
Professor Andrew Lockwood 
IAA 
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Appendix C10: Letter of Approval from UiTM 
Muhamad Nairn bin Kamari 
PhD-Researcher 
School of Management Studies 
University of Surrey 
Guildford, United Kingdom 
27 Ji" 2001 
Tarikh: 26hb Julai, 2001 
Me(alui, 
Dekan 
Fakulti Pengurusan Hotel & Pelancongan 
UiTM SHAH ALAM 
Kepada, 
ROZJIA ABU 
D' an 
F* 1 Penguntsan f1, $ Dan Pa+, r z 
Unt cs6 Tcsv o MA . 40450 Shah Man 
$e ac DanW Ehsan 
Y. Bhg. Dato' Prof. DrAhmad bin Hj Zainuddin 
Timb. Naib"Canselor HEA 
UiTM SHAH ALAM 
y. Bhg. Dato' 
MEMOHON KERJASAMA PENGUMPULAN MAKLUMAT AKADEMIK PELAJAR 
Dengan segala hormatnya perkara di atas adalah dirujuk. 
Saya adalah staf UiTM yang sedang melanjutkan pengajian diperingkat PhD (biasiswa UiTM) 
dan sedang membuat penyelidikan berkaitan dengan kecemerlangan akademik pelajar/graduan 
Fakulti Pengurusan Hotel. - 
Sehubungan dengan itu saya ingin memohon kebenaran darf Y. Bhg. Dato' untuk mendapatkan 
makiumat akademik pelajar fakulti yang telah tamat belajar darf Oktober 1999 hingga April 
2001. Butir-butir adalah seperti yang dilampirkan. 
Kerjasama dan perhatian Y. Bhg. Dato' didalam perkara ini didahului dengan ucapan terima 
kasih. 
Sekian. 
Yang benar, 
MUHAMAD NAIM BIN KAMARI 
Pensyarah 
s. k. 1. Timbalan Pendaftar 
Konvokesyen & Rekod Pelajar 
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Tirnbalan Naib Canselor (` i^ : 'I 
Universiti Teknologi 
40450-Shah Alam, Selangor 
Malaysia 
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Appendix C11: Specimen of UniS' Transcript (BHCM) 
UnIS University of Surrey 
School of Management Studies for the Service Sector 
Undergraduate Level 3 Transcript 
Tutor: GS ARCHER Year of Eatry: 97 
BSc(Hons) in Hotel and Catering Management 
Personal Transcript For: 
Compensated No Credits - Level 1: 125 Level Average: 58 
at Level 1 , 
Compensated No Credits -Level 2: 140 
Level Average: 64 :,. 
at Level 2 
Compensated No Credits - Level 3: 120 Level Average: 62 
at Level 3. AUS: M 
Degree Classification: Upper Second YearofAward: 2001 
Module Max Credits Mark Awarded 
L1 Languages (French) Stage 1 10 43 
Ll Accounting for the Service Sector 15 28 
Ll Adv. F&B Operations 10 67 
Ll Behavioural Studies 10 49 
L1 Business'ResearehMetliods -Anilysis 10, 60 
Ll Business Research Methods - Design 10 68 
Lt Commercial Law 5 . 59 
Ll Elements of Gastronomy 10 63 
Li F&B Operations 10 54 
LI Food and Society 5 60 
Ll Food Quality 5 64 
Ll Introduction to Hospitality Industry 10 59 
L1 Law of Contract 10 41 
L1 Licensing Law 5 52 
Ll Microeconomics 5 65 
Ll Properties Management 10 64 
L2 Business Control 10 34 
L2 Business Finance 10 78 
L2 Food and Beverage Management 10 55 
L2 Human Resource Management 10 60 
L2 International Tourism Operations 10 69 
L2 Intro to Hospitality & Tourism Marketing 5 64 
L2 Macroeconomics 5 69, 
L2 MIS for Hospitality 10 64 
L2 Nutrition 10 58 
L2 Operation Analysis 10 59 
L2 Organisational Behaviour 10 41 
L2 Professional Stage Report 20 59 
-L2 
Rooms Division Management 10 65 
" L2 Service Sector 
Marketing 10 72 
L2 Work study 10 53 
L3 Business Strategy 20 58 
L3 Food and Nutritional Management 20 58 
L3 Industrial Relations 10 38 
I, 3 . International 
Hotel Operations Management 20 65 
L3 International Tourism Cases 
10 60' 
L3 International Tourism Management 
10 62 
L3 Market Research 
10 60 
L3 Project 
20 80 
346 
Appendices 
Appendix C12: Specimen of UniS' Transcript (BIHTM) 
UniS 
University of Surrey 
School of Management Studies for the Service Sector 
Undergraduate Level 3 Transcript 
Tutor: D FOSTER Year of Entry:. 99 
BSc(Hons) in International Hospitality and Tourism Management 
Personal Transcript For: 
Compensated 
at Level 1 
Compensated 
at Level 2 
Compensated 
at Level 3 
No Credits - Level 1: 120 
No 'Credits - Level 2: 120 
No . 
Credits - Level 3: 120 
Level Average: Special Entry 
Level Average: 62 
Level Average: 59 
'I" 
Degree Classification: Zipper Second Year of Award: 2001. 
Module Max Credits Mark Awarded 
L2 Languages (French) Stage 3 10 53 
L2 Business Control 10 65 
L2 Business Finance 10 64 
L2 Entrepreneurship -Theory and Practice 10 54 
-LT- -Föoä and e eiäge- idigeniedt - 10 
54 
L2 Hnn, an Resource Management 10 64 
L2 Information Systems Development 10 70 
L2 International Tourism Operations 10 63 
L2 Marketing Principles 10 67 
L2 Operations Analysis 10 6x 
L2 Rooms Division Management 10 60 
L2 Service Sector Marketing 10 65 
L3 Business Strategy 20 611 
L3 Food and Nutritional Management 20 . 
61 
L3 Industrial Relations 10 54 
L3 International Hotel Operations Management 20 56 
L3 International Tourism Cases 10 57 
L3 International Tourism Management 10 50 
L3 Market Research . 
10 49 
L3 Project 20 71 
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Appendix C13: Specimen of UiTM's Transcript (Degree) 
MINI TRANSKRIP 
M/S 1 DR I 
NAMA JANTINA LELAKI PROGRAM SARDANA MUDA SAINS (KEPUIIAN) 
TK}i LAHIR NO KP PAKULTI &HBWTAN 
MA 
NAMA BAPA NO PELAJAR KEMASUKAN 
ALAMAT TEMPAT LAHIR PERAK TARAF SEPENUH MASA 
W/NEGARA MALAYSIA KEPUTUSAN TAMAT 
31400 IPOH SESI TAMAT NOVEMBER 2000 
CGPA AKHIR 3.34 
KOD KURSUS 
JAM 
KREDI 
MATA GRED / KOD KURSUS JAM MATA 
GRED / 
GRED STATU KREDI GRED STATU 
SEMESTER 2 199V1999 BHGN. I 
EC050S MANAGERIAL ECONOMICS 4.0 2.00 C LU 
RTF400 SERVICE MANAGEMENT 4.0 333 B+ LU 
1f F420 
. 
HOSPFrlY HUMAN RMGT 4.0 2.67 B-" LU 
HtF440 FINANC. ASP. OF HOSP. MGT 4.0 2.67 B- LU 
GPA : 2.67 CGPA : 2.67 . 
JAM DIPEROLEHI : 16.00 (16.00) LU 
SEMESTER 1 199912000 B HGN. 2 
I SM455 ? URCHASiNG PROCURE NT 4.0 3.33 3+ LU 
FSM460 ADVANCED FOOD 4.0 2.67 B- LU 
FSM470 MENU DEVELOPT MERCHAN 4.0 3.00 B LU 
HTF450 SERVICE MARKETING 4.0 3.67 A. LU 
QM'I'312 BUSINESS STATISTICS 4.0 3.00 B LU 
TITASI TAM ISLAM & TAM ASIA 1 2.0 4.00 A LU 
GPA : 3.21 CGPA : 2.96 
-JAM DIPEROLEHI : 22.00 
(38.00) LU 
SEMESTER 2 199912000 BHGN. 3 
HTF500 INTERNSHIP-SUPERVISION 6.0 LU 
HTF530 SEMIN INDUSTRY PERSPV 6.0 4.00 A LU 
HTF545 RESEARCH METHODOLOGY 4.0 2.67 B- LU 
GPA : 3.47 CGPA : 3.08 
JAM DIPEROLEHI : 10.00 (48.00 v 
y 
-LU 
SEMESTER 120002001 B HGN. 4 
FSM550 ADMINISTRATION 4.0 4.00 A LU 
HTFS65 HOSPIT'IY BUS. STRATEGY 6.0 4.00 A LU 
HTF580 RESEARCH PROJECT 8.0 4.00 A LU 
TITAS2 TAM ISLAM & TAM ASIA 2 2.0 3.67 A- LU 
GPA : 3.97. CGPA : 3.34 
JAM DIPEROLEHI : 20.00 (68.00) TS 
NO ALTERATION OR ADDITION IS HEREBY AUTHORIZED. 
DATE : 01/08/2001 
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Appendix C14: Specimen of UiTM's Transcript (Diploma) 
MINI TRANSKRIP 
M/S 1 DR I 
NAMA JANTINA LELAKI PROGRAM DIPLOMA PENGURUSAN 
TKH LAHIR NO KP FAKULTI PE"A A1TAW&KI$, IAN 
NAMA BAPA NO PELAJAR KEMASUICAN P. 1tlx29I 
ALAMAT TEMPAT LAHIR JOHOR TARAF SEPENUH MASA 
W/NEGARA MALAYSIA' KEPUTUSAN " TAMAT 
84900 TANGKAK SESI TAMAT NOVEMBER 2000 
CGPA AKHJR 3.13 
KOD 
. 
KURSUS - 
JAM MATH GRED / 
KREDI GRED STATU 
KOD KURSUS JAM MATA GRED / KREDI GRED STATU 
SEMESTER 2 1997/1998 BHGN. 1 GPA : 3.18 CGPA : 3.07 
CHMI03 BASIC CHEMISTRY 3.0 333 B+ LU JAM DIPEROLEHI : 24.00 (91.00) LU 
CHT104 BASIC COOKERY(WESTERN) 3.0 2.67 B= LU 
CHTI II FUNDAMENTAL OF FOOD 3.0 3.33 B+ LU SEMESTER2 1999/2000 BHGN. 
5 
ELM 100 LANGUAGE SKILLS I 1.0 3.00 B' LU 
ICM300 INDUS-L'RIAL TRAINING 12.0 3.67 A- LU 
HTLIO I INTRO TO HOSPITAL IND 2.0 3.00 B LU GPA : 3.67 CGPA : 
3.14 
HTL103 FOOD SERV. SANITATION 3.0 2.67 B- LU JAM 1'IPEROLEHI: 12.00 
(103: 0) AD 
KAS106 ADASI 1.0 4.00 At LU SEMESTER 12000/2001 BHGN. 6 
MAN110 MANDARIN 4.0 3.33 B+ LU X300 ASAS KEUSAHAWANE+N 3.0 3.00 B LU 
UISIO1 PENDIDIKAN ISLAM ASAS 1 2.0 3.33 B+ LU 1. i52 TNNKFFPFR'S LAW 3.0 3.33 B+ LU 
GPA: 3.14 CGPA: 3.14 
JAM DIPEROLEHI : 22.00' (22.00) LU 
SEMESTER 1 1993/1999 BHGN. 2 
CHM210 FOOD CHEMISTRY 3.0 3.33 B+ LU 
CHT105 PASTRY 3.0 3.67 A- LU 
CHT106 BASIC COOKERY(EASTERN) 3.0 3.00 B LU 
ECO120 ECONOMICS 4.0 2.00 C LU 
ELM153 LANGUAGE SKILLS II 2.0 2.00 C LU 
HTL105 KITCHEN MANAGEMENT 3.0 3.00 B LU 
KOM106 PENGUCAPAN AWAM 1.0 4.00 A+ LU 
MAN120 FUNCTIONAL MANDARIN 2.0 3.33 B+ LU 
UIS151 PENDIDiKAN ISLAM ASAS 2 2.0 2.67 B- LU 
GPA : 2.91 CGPA : 3.02 
JAM DIPEROLEHI : '23.00 (45.00) LU 
SEMESTER 2 1998/ 1999 BHGN. 3 
ACC1OI PRIN. OF ACCOUNTING 3.0 4.00 A LU 
BI0254 PHYSIOLOGY 3.0 1.67 C- LU 
ELM234 LANGUAGE SKILLS III 2.0 2.67 B- LU 
ICM241 DINING ROOM SERVICE 3.0 3.67 'A- LU 
ICM242 FOOD PRODUCTION 3.0 3.67 A- LU 
ICM250 INSTI. HOUSEKEEPING 3.0 3.00 B LU 
MGT 116 FUND OF MANAGEMENT 3.0 2.67 B- LU 
UIS201 PENDIDIKAN ISLAM ASAS III 2.0 3.00 B LU 
'EI L358 CATEKINO SYS&OPERATION 3.0 4.00 A LU 
HTL362 HOS MGMT ACCOUN11NG 3.0 2.33 C+ LU 
ICM357 APPLIED NUTRITION 3.0 2.67 B- LU 
MGT352 HUMAN RESOURCES MGMT. 3.0 3.00 B LU 
GPA : 3.06 CGPA : 3.13 
JAM DIPEROLEHI : 18.00 (121.0 ) TM 
NO ALTERATION OR ADDITION IS HEREBY AUTHORIZED. 
DATE : 31/07/2001 
GPA : 3.06 . CGPA : 3.04 
JAM DIPEROLEHI : 22.00 (67.00) LU 
SEMESTER 1 19992000 BHGN. 4 
CSC104 COM APP IN FOOD SERV 3.0 2.33 
C+ LU 
ELM253 LANGUAGE SKILLS IV 4.0 3.67 
A- LU 
HTL141 INTRO TO NUTRITION 3.0 3.00 
B LU 
HTL254 FOOD &BEVERAGE CONTROL 4.0 3.33 
B+ LU 
HTL354 PHY PLANT MAINTENANCE 2.0 3.00 
B LU 
ICM254 FD SERVICE ACCOUNTING 3.0 
3.33 B+ LU 
MKT 115 PRIM OF MARKETING 3.0 
3.67 A- LU 
UIS251 PENDIDIICAN ISLAM ASAS N 
2.0 2.67 B- LU 
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Appendix Cl5: Research Cover Letter for Educators in UK 
Prof. / Dr. ,` Mr. I Mrs. 
Educators 
School of Management Studies 
for the Service Sector 
University ofSurr 
Guildford GU? 5Xi 
UNITED KINGDOM 
1 Qu` Juane 2001 
Dear Sir / Madam, 
I am a PhD Resirehcr under the supervision of the School of Management Studies for the Service Sector at the University of Surrey. In part fulfilment of 
my eounw, I am currently in the process of conducting research entitled, `The 
employability of lsospita! i% grad u tes ' 
This topic of research was chosen in view of the importance of the hospitality 
industry within this country, and attempts on the one hand, to examine the 
employability of the graduates; while on the other, it also seeks to analyse 
whether graduates meet the relevant academic and technical knowledge 
rcquircd b the industry. 
I would like to request your kind assistance in completing the enclosed 
questionnaire which is crucial for the success of this research project Please be 
assured that all information will be treated with the strictest of confidentiality, 
and any help that you may provide would be most valued. I would greatly 
appreciate it if you may return the questionnaire, by the 15th of July 2001 to 
the address below. Should there be any queries or questions, I may also be 
contacted at the same address: - 
PhD Researcher 
SSS 
I Jniver. 4ty of Surrey 
Guildford GU2 7XH 
Tel: 01483 879668 
Thank you very much for helping me in this study. Upon request a summary of 
the results will be sent to you, 
THANK YOU 
Yours truly, 
juhamad Naim Kamari 
R. R1 
r,. tc nrf si : 
Appendix C16: Research Cover Leiter for Educators in Malaysia 
Prof i Dr. l Mr. Mrs.. 
Educators 
Faculty of IIotel and Tourism Management 
Universiti Teknologi M ARA 
40450 Shah Alten 
Selangor Darul Ehsa, n 
MALAYSIA 
20th June 2001 
Der Sir / Madam, 
I am a PhD Researcher under the supervision of the School of Iýbnagement 
Studies for the Service Sector at the University of Surrey. In part fulfilment of 
my course. ,I am currently in the process of conducting research entitled, `Tie 
employability of hospital graduates ' 
This topic of research was chosen in view of the importance of the hospitality 
industry within this country, and attempts on the one hand, to examine the 
employability of the graduates, while on the other, it also seeks to analyse 
whet er graduates meet the relevant academic and technical knowledge 
required by the industry. 
T would like to request your kind assistance in completing the enclosed 
questionnaire which is crucial for the success of this research project. Please be 
assured that all information will be treated with the strickest of eonfleu lity, 
and any help that you may provide would be most valued. I would greatly 
appreciate it if you may return the questionnaire, by the 15th of July 2001 to 
the address below. Should there be any queries or questions, I may also be 
contacted at the sine address: - 
Bahagian Akademik 
IJnive'iti Tekonologi MARA 
Sura Hujung, Dungun 
2300() Teren anu, Malaysia 
Tel: 09 - 8421248 
Thank you very much for helping me in this study. Upon request a summary of 
the results will be sent to you. 
THE YOU 
Yours truly, 
muhartd Naim Kaman 
. 19A 
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Appendix Cl 7: Support Letter for Data Collection 
UnIS 
University 
of Surrey 
Guildford 
Surrey GU' 7XH, UK 
Telephonc" 
+44 (0)1433 876300 
Facsimile 
+44 (0)1483 876301 
School of 
Management 
Studies for 
the Service 
Sector 
June 2001 
TO WHOM IT MAY CONCERN 
Mr Naim Kamari 
We would like to ask for your help in supporting the research being conducted by 
the above named student as part of his PhD research. 
We are sure you will agree that the topic of his research - the factors affecting 
the employability of hospitality graduates - is a very interesting one and one that 
has direct relevance to the future of the hospitality industry. 
We would like to reassure you that any information that you provide will be 
treated in the strictest confidence and only used for the purposes of academic - 
research. The names of any individuals or firms involved in the survey will not be - 
identifiable in the final report. 
As Naim's supervisors, we would like to stress how important receiving an 
appropriate level of response is and urge yöu to complete the questionnaire, 
which will only take a few minutes of your valuable time. May we thank you in 
advance for your help with the research and for providing your expertise to assist 
Mr Kamari in furthering his studies. 
Yours faithfully, 
C, 
Professor Andrew Lockwood 
Professor of Hospitality Management 
and Deputy Head of School 
ýý i 
Professor Michael Kipps 
Professor of Food Studies 
Hospitality Management 
Tourism Management 
Food Management 
Retail Management 
Health Care Management 
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Appendix C18: UniS Educators' Sample Questionnaire 
A study of industry specific versus general business curriculum in 
Hospitality Management Programmes 
The questionnaire contains list of modules or courses offered at University of Surrey, 
where successful completion of the courses would lead to the award of BSc (Hons. ) in 
Hotel and Catering Management and BSc (Hons. ) in International Hospitality and 
Tourism Management. 
How to Complete the Questionnaire 
In most cases, we would like you to CIRCLE a number which reflects your opinion. In 
few instances, you are asked to supply short written answers. 
Please consider the following list of modules. If you feel the module is industry specific, 
then circle a number to the left of the scale beside the item. If you feel that it is general 
business oriented, circle a number from the right of the scale. But, if you feel the degree 
of specificity or generality of the modules is between these extremes, circle a number 
from someplace in the middle of the scale to show your opinion. 
Scale 
Extremely Specific 1234567 Extremely General 
Advanced Food and Beverage Operation 1 2 3 4 5 6 7 
Business Accounting 1 2 3 4 5 6 7 
Business Economics 1 2 3 4 5 6 7 
Business Finance 1 2 3 4 5 6 7 
Business Control 1 2 3 4 5 6 7 
Business Strategy 1 2 3 4 5 6 7 
Consumer Protection Law 1 2 3 4 5 6 7 
Employment Law 1 2 3 4 5 6 7 
English Language 1 2 3 4 5 6 7 
Entrepreneurship - Theory and Practice 1 2 3 4 5 6 7 
Entrpreneurial Business Development 1 2 3 4 5 6 7 
Financial Management 1 2 3 4 5 6 7 
Food and Beverage Management 1 2 3 4 5 6 7 
Food and Beverage Operations 1 2 3 4 5 6 7 
Food and Nutrition Management 1 2 3 4 5 6 7 
Food and Society 1 2 3 4 5 6 7 
Food Choice and Acceptability 1 2 3 4 5 6 7 
Food Commodities 1 2 3 4 5 6 7 
Food Quality 1 2 3 4 5 6 7 
Food Technology 1 2 3 4 5 6 7 
Foreign Language 1 2 3 4 5 6 7 
Gastronomy 1 2 3 4 5 6 7 
Industrial Relations 1 2 3 4 5 6 7 
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Scale 
Extremely Specific 123456 7 Extremely General 
Information Management 1 2 3 4 5 6 7 
Information Systems Development 1 2 3 4 5 6 7 
International Flight Catering Management 1 2 3 4 5 6 7 
International Flight Catering Operations 1 2 3 4 5 6 7 
International Hospitality Operations Management 1 2 3 4 5 6 7 
International Tourism Cases 1 2 3 4 5 6 7 
International Tourism Management 1 2 3 4 5 6 7 
International Tourism Operation 1 2 3 4 5 6 7 
Introduction to Business Research Methods 1 2 3 4 5 6 7 
Introduction to Hospitality and Tourism 1 2 3 4 5 6 7 
Marketing 
Introduction to the Hospitality Industry 1 2 3 4 5 6 7 
Issues in the Management of Human Resources 1 2 3 4 5 6 7 
Law for Managers 1 2 3 4 5 6 7 
Managing with and through Organisation 1 2 3 4 5 6 7 
Management Information System for Hospitality 1 2 3 4 5 6 7 
Nutrition 1 2 3 4 5 6 7 
Operations Analysis 1 2 3 4 5 6 7 
Organisational behaviour 1 2 3 4 5 6 7 
Professional Training Stage 1 2 3 4 5 6 7 
Final Year Project 1 2 3 4 5 6 7 
Properties Management 1 2 3 4 5 6 7 
Risk Management 1 2 3 4 5 6 7 
Rooms Division Management 1 2 3 4 5 6 7 
Service Sector Marketing 1 2 3 4 5 6 7 
Strategy and Tactics for IT 1 2 3 4 5 6 7 
Work Study 1 2 3 4 5 6 7 
2. In your opinion, what percentage of a hospitality management programme should be 
allocated to generic managerial modules or courses as opposed to hosp itality industry 
specific modules or courses? (For this question, please draw one vertical line across the 
diagram below to give an indication of the proposition. For example, the dotted line 
shows a recommendation of 60% generic and 40% indust ry specific). 
nc in 15 10 Ti 10 35 40 45 50 55 6Ö 65 70 75 80 85 90 95 100 
GENERIC 
II1t1111111I111I111 
11I11II11I111II11 
1IIIIIIII1I1I111II1 
1 
100 95 90 85 80 75 70 65 60 55 50 45 40 35 30 25 20 15 10 50 
INDUSTRY 
SPECIFIC 
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3. In your opinion, what percentage of hospitality graduates would you expect to 
appointed to the following initial career destinations? (Please give percentages 
each level and totalled to a 100%) 
Specialist areas in hospitality mgt. (e. g. HR Manager, Marketing Mgr, etc 
Operations Management (e. g. F&B Manager, Housekeeper, etc. ) 
Supervisory (e. g. Restaurant Supervisors, Asst F& B Mgr, etc. ) 
Operational (e. g. Receptionists, Waiters, Cooks, etc. ) 
Non-hospitality (e. g. Accounting, Researcher, etc) 
Further qualification (e. g. MSc, PhD, etc) 
be 
in 
100% 
4. Hospitality graduates are being educated and trained in hospitality programmes all 
over the world. In the wake of globalisation, hospitality programmes are 
recognised and accredited worldwide. A graduate educated and trained in one 
region is likely to get a job in another. 
Direction: For the regions listed in left hand column (where graduates are trained), 
tick the regions listed in the top row, in which you would expect graduates to be 
recognised and accepted. You may tick more than one. 
ACCEPTED 
TRAINED 
UK USA 
CAN 
EC ME SEA FEA A& 
NZ 
AFR CAR C& 
SA 
United Kingdom 
USA & Canada 
European 
Community 
Middle East 
Southeast Asia 
Far East Asia 
Australia & New 
Zealand 
African Countries 
Caribbean 
C&SAmerica 
Key: 
UK - United Kingdom 
USA&CAN -United States of America & Canada 
EC - European Community (France, Switzerland, Germany, etc. 
) 
ME- Middle-east (Jordan, UAE, Qatar, etc. ) 
SEA- Southeast Asia (Malaysia, Singapore, Thailand, etc. ) 
5. Any other comments are more than welcome. 
FEA - Far East (Hong Kong, Japan, Korea, Taiwan, etc. ) 
A&NZ - Australia & New Zealand 
AFR - African Countries (Ghana, S. Africa, Nigeria, etc. ) 
CAR - Caribbean (Barbados, Antigua, Jamaica, etc. ) 
C&SA - Central & South America (Mexico, Brazil, 
Argentina, etc) 
Thank you for your co-operation. Please put the questionnaire in the envelope 
provided. 
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Appendix C19: UiTM Educators' Sample Questionnaire 
A study of industry specific versus general business curriculum in 
Hospitality Management Programmes 
The questionnaire contains list of modules or courses offered at Universiti Teknologi 
MARA, where successful completion of the courses would lead to the award of 
Diploma in Hotel Management, Diploma in Food Service Management, and BSc 
(Hons. ) in Hotel Management and BSc (Hons. ) in Food Service Management. 
How to Complete the Questionnaire 
In most cases, we would like you to CIRCLE a number which reflects your opinion. In 
a few instances, you are asked to supply short written answers. 
Please consider the following list of modules. If you feel the module is industry specific, 
then circle a number to the left of the scale beside the item. If you feel that it is general 
business oriented, circle a number from the right of the scale. But, if you feel the degree 
of specificity or generality of the modules is between these extremes, circle a number 
from someplace in the middle of the scale to show your opinion. 
Scale 
Extremely Specific 1234567 Extremely General 
Advance Food Preparation 1 2 3 4 5 6 7 
Applied Nutrition 1 2 3 4 5 6 7 
Basic Chemistry 1 2 3 4 5 6 7 
Basic Cookery 1 2 3 4 5 6 7 
Basic Pastry 1 2 3 4 5 6 7 
Catering System Operation 1 2 3 4 5 6 7 
Computer Application for Food Service 1 2 3 4 5 6 7 
Dining Room Service 1 2 3 4 5 6 7 
Economics 1 2 3 4 5 6 7 
Entrepreneurial Studies 1 2 3 4 5 6 7 
Food Beverage Control 1 2 3 4 5 6 7 
Food Chemistry 1 2 3 4 5 6 7 
Food Service Accounting 1 2 3 4 5 6 7 
Food Service Operation 1 2 3 4 5 6 7 
Food Service Sanitation 1 2 3 4 5 6 7 
Food Production 1 2 3 4 5 6 7 
Front Office Management 1 2 3 4 5 6 7 
Foreign Languages 1 2 3 4 5 6 7 
Fundamental of Food 1 2 3 4 5 6 7 
Fundamental of Management 1 2 3 4 5 6 7 
Hospitality Management Accounting 1 2 3 4 5 6 7 
Hotel English 1 2 3 4 5 6 7 
Housekeeping 1 2 3 4 5 6 7 
Human Resource Management 1 2 3 4 5 6 7 
Innkeepers Law 1 2 3 4 5 6 7 
Introduction to Computer 1 2 3 4 5 6 7 
Introduction to Hospitality Industry 1 2 3 4 5 6 7 
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Scale 
Extremely Specific 1234567 Extremely General 
Introduction to Nutrition 1 2 3 4 5 6 7 
Islamic Education 1 2 3 4 5 6 7 
Kitchen Management 1 2 3 4 5 6 7 
Physiology 1 2 3 4 5 6 7 
Physical Plant Maintenance 1 2 3 4 5 6 7 
Principles of Accounting 1 2 3 4 5 6 7 
Principles of Marketing 1 2 3 4 5 6 7 
Professional Training 1 2 3 4 5 6 7 
Restaurant Management 1 2 3 4 5 6 7 
(Bachelor's level) 
Advanced Food 1 2 3 4 5 6 7 
Business Statistics 1 2 3 4 5 6 7 
F&B Operational Analysis 1 2 3 4 5 6 7 
Financial aspect of Hospitality management 1 2 3 4 5 6 7 
Food Service Administration 1 2 3 4 5 6 7 
Hospitality Business Strategy 1 2 3 4 5 6 7 
Hospitality Human resource management 1 2 3 4 5 6 7 
Hospitality Management Information System 1 2 3 4 5 6 7 
Managerial Economics 1 2 3 4 5 6 7 
Menu Development & Merchandising 1 2 3 4 5 6 7 
Professional training 1 2 3 4 5 6 7 
Purchasing and Procurement 1 2 3 4 5 6 7 
Research Methodology 1 2 3 4 5 6 7 
Research Project 1 2 3 4 5 6 7 
Room Division Operational Analysis 1 2 3 4 5 6 7 
Seminar in Industry Perspective 1 2 3 4 5 6 7 
Service Management 1 2 3 4 5 6 7 
Service marketing 1 2 3 4 5 6 7 
2. In your opinion, what percentage of a hospitality management programme should be 
allocated to generic managerial modules or courses as opposed to hospitality industry 
specific modules or courses? (For this question, please draw one vertical line across the 
diagram below to give an indication of the proposition. For example, the dotted line 
shows a recommendation of 60% generic and 40% industry specific). 
GENERIC 
05 10 15 20 25 30 35 40 45 50 55 6b 65 70 75 80 85 90 95 100 
100 95 90 85 80 75 70 65 60 55 50 45 46 35 30 25 20 15 10 50 
. 14 
INDUSTRY 
SPECIFIC 
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5. In your opinion, what percentage of hospitality graduates should be recruited in the 
position below? (Please give percentages in each level and totalled to a 100%) 
Specialist areas in hospitality mgt. (e. g. HR Manager, Marketing Mgr, etc. ) % 
Operations Management (e. g. F&B Manager, Housekeeper, etc. ) % 
Supervisory (e. g. Restaurant Supervisors, Asst F& B Mgr, etc. ) % 
Operational (e. g. Receptionists, Waiters, Cooks, etc. ) °/o 
Non-hospitality (e. g. Accounting, Researcher, etc) % 
Further qualification (e. g. MSc, PhD, etc) % 
100% 
6. In the case of diploma holders (diplomates), what percentage of this diplomate 
should be recruited in the position below? (Please give percentages in each level 
and totalled to a 100%) 
Specialist areas in hospitality mgt. (e. g. HR Manager, Marketing Mgr, etc. ) % 
Operations Management (e. g. F&B Manager, Housekeeper, etc. ) % 
Supervisory (e. g. Restaurant Supervisors, Asst F& B Mgr, etc. ) % 
Operational (e. g. Receptionists, Waiters, Cooks, etc. ) % 
Non-hospitality (e. g. Accounting, Researcher, etc) % 
Further qualification (e. g. BSc. etc) % 
100 % 
5. Hospitality graduates are being educated and trained in hospitality programmes all 
over the world. In the wake of globalisation, hospitality programmes are recognised 
and accredited worldwide. A graduate educated and trained in one region is likely to 
get a job in another. 
Direction: For the regions listed in left hand column (where graduates are trained), 
tick the regions listed in the top row, in which you would expect graduates to be 
recognised and accepted. You may tick more than one. 
ACCEPTED 
TRAINED 
UK USA 
CAN 
EC ME SEA FEA A& 
NZ 
AFR CAR C& 
SA 
United Kingdom '. " i2l 
U. S. A. & Canada 
European 
Community 
Middle East 
Southeast Asia 
Far East Asia 
Australia & New 
Zealand 
African Countries 
Caribbean 
C&S America 
Key: 
UK - United Kingdom 
USA&CAN -United States of America & 
Canada 
EC - European Continent 
(France, Switzerland, Germany, 
etc. ) 
ME- Middle-east (Jordan, UAE, Qatar, etc. ) 
SEA- Southeast Asia (Malaysia, Singapore, Thailand, etc. ) 
FEA - Far East (Hong Kong, Japan, Korea, Taiwan, etc. ) 
A&NZ - Australia & New Zealand 
AFR - African Countries (Ghana, S. Africa, Nigeria, etc. ) 
CAR - Caribbean (Barbados, Antigua, Jamaica, etc. ) 
C&SA - Central & South America (Mexico, Brazil, 
Argentina, etc) 
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6. Any other comments are more than welcome. 
Thank you for your co-operation. Please put the questionnaire in the envelope 
provided. 
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Appendix C20: Research Cover Letter in UK 
To, 
The Director/Manager, 
Department of Human Resource 
.................... 
.................... 
.................... UNITED KINGDOM 
1 S` November 2001 
Dear Sir / Madam, 
I am a PhD Researcher under the supervision of the School of Management 
Studies for the Service Sector at the University of Surrey. In part fulfilment of 
my course, I am currently in the process of conducting research entitled, `The 
employability of hospitality graduates. ' 
This topic of research was chosen in view of the importance of the hospitality 
industry within this country, and attempts on the one hand, to examine the 
employability of the graduates; while on the other, it also seeks to analyse , 
whether graduates meet the relevant academic and technical knowledge 
required by the industry. 
I would like to request your kind assistance in completing the enclosed 
questionnaire which is crucial for the success of this research project. Please be 
assured that all information will be treated with the strictest of confidentiality, 
and any help that you may provide would be most valued. I would greatly 
appreciate it if you may return the questionnaire, by the 25th of November 
2001 to the address below. Should there be any queries or questions, I may also 
be contacted at the same address: - 
PhD Researcher 
SMSSS 
University of Surrey 
Guildford GU2 5XH 
Tel: 01483 879668 
Thank you very much for helping me in this study. Upon request a summary of 
the results will be sent to you. 
THANK YOU 
Yours truly, 
Muhamad Naim Kamari 
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Appendix C21: Research Cover Letter in Malaysia 
The Director/Manager, 
Department of Human Resources, 
.................... 
.................... 
.................... 
MALAYSIA 
20t' June 2001 
Dear Sir / Madam, 
I am a PhD Researcher under the supervision of the the School of Management 
Studies for the Service Sector at the University of Surrey. In part fulfilment of 
my course, I am currently in the process of conducting research entitled, `The 
employability of hospitality graduates. ' 
This topic of research was chosen in view of the importance of the hospitality 
industry within this country, and attempts on the one hand, to examine the 
employability of the graduates; while on the other, it also seeks to analyse 
whether graduates meet the relevant academic and technical knowledge 
required by the industry. 
I would like to request your kind assistance in completing the enclosed 
questionnaire which is crucial for the success of this research project. Please be 
assured that all information will be treated with the strictest of confidentiality, 
and any help that you may provide would be most valued. I would greatly 
appreciate it if you may return the questionnaire, by the 15th of July 2001 to 
the address below. Should there be any queries or questions, I may also be 
contacted at the same address: - 
Bahagian Akademik 
Universiti Tekonologi MARA 
Sura Hujung, Dungun 
23000 Terengganu, Malaysia 
Tel: 09 - 8421248 
Thank you very much for helping me in this study. Upon request a summary of 
the results will be sent to you. 
THANK YOU 
Yours truly, 
Muhamad Naim Kamari 
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Appendix C22: Follow-up Letter for Industry Professionals in UK 
The Director/Manager 
Department of Human Resource 
and Training 
1st November 2001 
Dear Sir / Madam, 
In connection to the poor responses by the industry professionals to the 
questionnaire sent earlier, I am sending another copy of the same set with the 
hope that it would be fruitful this time. If you had responded to the same 
questionnaire, please disregard this note. On the contrary if you have not, 
would you kindly help me by completing the attached questionnaire. 
As a PhD Researcher a handful of responses could determine the success of the 
research and therefore, your kind assistance is most valued and precious. Please 
be assured again that all information will be treated with the strictest of 
confidentiality. I would greatly appreciate it if you may return the 
questionnaire, by the 25th of November 2001 to the address below. Should 
there be any queries or questions, I may also be contacted at the same address: - 
PhD Researcher 
SMSSS 
University of Surrey 
Guildford GU2 5XH 
Tel: 01483 879668 
Thank you very much for helping me in this study. Upon request a summary of 
the results will be sent to you. 
THANK YOU 
Yours truly, 
Muhamad Naim Kamari 
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Appendix C23: Sample Questionnaire for Malaysia 
Investigating the relationship between employability and graduate 
competencies. 
Definition: 
Employability means "the possession by an individual of the qualities and 
competencies required to meet the changing needs of employers and customers and 
thereby realise his or her aspirations and potential work". [Confederation of British 
Industry's (CBI), 1999] 
Please bear in mind our definition when answering the following questions. 
How to Complete the Questionnaire 
The questionnaire is a part of a university study on the competencies of graduates in 
hospitality management programmes and the recruiting criteria practised by employers. 
In most cases, we would like you to CIRCLE the appropriate answer which reflects 
your opinion. In a few instances, you are asked to supply short written answers. 
Section I: Your Past Experience with Training and Recruiting Hospitality 
Students 
1. During the past 18 months, have you personally been actively involved in the 
following role(s). Circle ONE number. 
1 Mentoring and training hospitality students and new employees only. 
If yes, please complete SECTION II, III and V 
2 Recruiting and hiring new employees (hospitality graduates) only 
If yes, please complete SECTION II, IV and V 
3 Mentoring and training hospitality student's professional training, as well as 
recruiting and hiring new employees (hospitality graduates). 
If yes, please complete ALL SECTION 
If any of the above are not applicable to you, would you please pass this questionnaire on to 
someone in your organisation who has been actively involved in such a position within the 
last 18 months. 
Section II: Your Experience in Training Hospitality Students and New Employees 
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The questions in this section relate to your involvement in training new employees and 
students undergoing their professional training. All answers should relate just to this 
particular role. 
Direction: Based on your experiences in training students and in tern, of emnlnvment 
please think about the kind of competencies (ideally) that student or new employee 
(graduates) should have acquired upon completing their education or training in 
universities. Please show the extent to which you think students would posses the 
feature described in each statement. If you feel a feature is not at all essential for ideal 
competencies such as one you have in mind, circle the number 1. If you feel a feature is 
absolutely essential for ideal competencies, circle 7. If your feelings are less strong, 
circle one of the numbers in the middle. 
Scale 
Not at all essential 1234567 Absolutely Essential 
2. Management analysis techniques 
* Using marketing analysis techniques 1 2 3 4 5 6 7 
* Using financial analysis techniques 1 2 3 4 5 6 7 
* Using operational management skills 1 2 3 4 5 6 7 
and techniques 
* Applying research methods 1 2 3 4 5 6 7 
* Applying accounting methods 1 2 3 4 5 6 7 
* Using task/job analysis techniques 1 2 3 4 5 6 7 
* Using human resource management 1 2 3 4 5 6 7 
skills and techniques 
* Managing and leading group processes 1 2 3 4 5 6 7 
* Applying yield management methods 1 2 3 4 5 6 7 
* Applying entrepreneurial methods 1 2 3 4 5 6 7 
* Applying crisis management 1 2 3 4 5 6 7 
3. Adaptation to environment changes & 
acquisition of knowledge 
* Adapting to changing circumstances 1 2 3 4 5 6 7 
* Being aware of the current knowledge in 1 2 3 4 5 6 7 
the academic and professional literature 
* Seeing how things fit in the big picture 1 2 3 4 5 6 7 
* Making decisions under pressure and 1 2 3 4 5 6 7 
Uncertainty 
* Organizing large amounts of information 1 2 3 4 5 6 7 
Into meaningful patterns 
* Being aware of social protocol and 1 2 3 4 5 6 7 
Etiquette 
* Establishing personal criteria for work 1 2 3 4 5 6 7 
Quality and work standards 
* Continuing more education for personal 1 2 3 4 5 6 7 
Development 
4. Personal skills 
* Making presentation 1 2 3 4 5 6 7 
* Applying interpersonal skills 1 2 3 4 5 6 7 
* IT literate 1 2 3 4 5 6 7 
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Scale 
Not at all essential 1234567 Absolutely Essential 
5. Management of employee and job 
* Enhancing socialization and interpersonal 1 2 3 4 5 6 7 
relationships with others 
* Taking a job wanting to perform 1 2 3 4 5 6 7 
* Maintaining professional appearance and 1 2 3 4 5 6 7 
Poise 
* Developing job specification / descriptions 1 2 3 4 5 6 7 
* Supervising the work of others 1 2 3 4 5 6 7 
* Applying staff performance appraisal 1 2 3 4 5 6 7 
* Using staff training techniques 1 2 3 4 5 6 7 
* Applying self-evaluation methods 1 2 3 4 5 6 7 
* Taking a chance of more job enlargement 1 2 3 4 5 6 7 
6. Problem identification & communication 
* Identifying and defining problems of 1 2 3 4 5 6 7 
Operation 
* Communicating with clients and customers 1 2 3 4 5 6 7 
* Acting in an ethical manner 1 2 3 4 5 6 7 
* Communicating with other employees 1 2 3 4 5 6 7 
* Applying negotiating methods 1 2 3 4 5 6 7 
* Applying second language skills 1 2 3 4 5 6 7 
* Applying problem solving methods 1 2 3 4 5 6 7 
7. Operation techniques and knowledge 
* Maintaining consistent service quality 1 2 3 4 5 6 7 
* Enhancing suggestive selling techniques 1 2 3 4 5 6 7 
* Obtaining facility and product knowledge 1 2 3 4 5 6 7 
* Using housekeeping techniques 1 2 3 4 5 6 7 
* Using F&B merchandising techniques 1 2 3 4 5 6 7 
* Using food production techniques 1 2 3 4 5 6 7 
* Using stock control techniques 1 2 3 4 5 6 7 
* Using food service techniques 1 2 3 4 5 6 7 
* Using guest reservation techniques 1 2 3 4 5 6 7 
* Applying safety and hygiene methods 1 2 3 4 5 6 7 
* Applying purchasing management methods 1 2 3 4 5 6 7 
* Using beverage production methods 1 2 3 4 5 6 7 
* Applying rooms management methods 1 2 3 4 5 6 7 
* Using banqueting and catering techniques 1 2 3 4 5 6 7 
* Using menu planning techniques 1 2 3 4 5 6 7 
8. Innovation 
* Developing innovative ways of work 1234567 
* Forecasting future trends 1234567 
* Building models and creative thinking 1234567 
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9. Please place the seven dimensions of competence described above in rank order of importance, with 1 being the least important and 7 the most important. 
* Management analysis techniques 
Rank 
* Adaptation to environment changes and 
Acquisition of knowledge 
* Management of employee and job 
* Personal skills 
* Problem Identification and communication 
* Operation techniques and knowledge 
* Innovation 
If you are directly involved in mentoring students undergoing their professional 
training please complete Section III, if NOT please go to Section IV. 
Section III: Your Opinion of the Actual Performance of the Professional Training 
Students 
Direction: The following sets of statements relate to your feelings about the actual 
competencies that students have acquired upon completing their professional training 
years. Please show the extent to which you believe that the student has the 
competencies listed. Once again, circling 1 means that you strongly disagree that 
students have the competencies, and circling 7 means that you strongly agree. You 
should circle any of the numbers in the middle that show how strong your feelings are. 
Scale 
Strongly Disagree 123456 7 Strongly Agree 
10. Management analysis techniques 
* Using marketing analysis techniques 1 2 3 4 5 6 7 
* Using financial analysis techniques 1 2 3 4 5 6 7 
* Using operational management skills 1 2 3 4 5 6 7 
and techniques 
* Applying research methods 1 2 3 4 5 6 7 
* Applying accounting methods 1 2 3 4 5 6 7 
* Using task/job analysis techniques 1 2 3 4 5 6 7 
* Using human resource management 1 2 3 4 5 6 7 
skills and techniques 
* Managing and leading group processes 1 2 3 4 5 6 7 
* Applying yield management methods 1 2 3 4 5 6 7 
* Applying entrepreneurial methods 1 2 3 4 5 6 7 
* Applying crisis management 1 2 3 4 5 6 7 
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Scale 
Strongly Disagree 123456 7 Strongly Agree 
11. Adaptation to environment changes & 
acquisition of knowledge 
* Adapting to changing circumstances 12 3 4 567 
* Being aware of the current knowledge in 12 3 4 567 
the academic and professional literature 
* Seeing how things fit in the big picture 12 3 4 567 
* Making decisions under pressure and 12 3 4 567 
Uncertainty 
* Organizing large amounts of information 12 3 4 567 
into meaningful patterns 
* Being aware of social protocol and 12 3 4 567 
Etiquette 
* Establishing personal criteria for work 12 3 4 567 
quality and work standards 
* Continuing more education for personal 12 3 4 567 
Development 
12. Personal skills 
* Making presentation 12 3 4 567 
* Applying interpersonal skills 12 3 4 567 
* IT literate 12 3 4 567 
13. Management of employee and job 
* Enhancing socialization and interpersonal 12 3 4 567 
relationships with others 
* Taking a job wanting to perform 12 3 4 567 
* Maintaining professional appearance and 12 3 4 567 
Poise 
* Developing job specification / descriptions 12 3 4 567 
* Supervising the work of others 12 3 4 567 
* Applying staff performance appraisal 12 3 4 567 
* Using staff training techniques 12 3 4 567 
* Applying self-evaluation methods 12 3 4 567 
* Taking a chance of more job enlargement 12 3 4 567 
14. Problem identification & communication 
* Identifying and defining problems of 12 3 4 567 
operation 
* Communicating with clients and customers 12 3 4 567 
* Acting in an ethical manner 12 3 4 567 
* Communicating with other employees 12 3 4 567 
* Applying negotiating methods 12 3 4 567 
* Applying second language skills 12 3 4 567 
* Applying problem solving methods 12 3 4 567 
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Scale 
Strongly Disagree 1234567 
15. Operation techniques and knowledge 
* Maintaining consistent service quality 
* Enhancing suggestive selling techniques 
* Obtaining facility and product knowledge 
* Using housekeeping techniques 
* Using F&B merchandising techniques 
* Using food production techniques 
* Using stock control techniques 
* Using food service techniques 
* Using guest reservation techniques 
* Applying safety and hygiene methods 
* Applying purchasing management methods 
* Using beverage production methods 
* Applying rooms management methods 
* Using banqueting and catering techniques 
* Using menu planning techniques 
16. Innovation 
* Developing innovative ways of work 
* Forecasting future trends 
* Building models and creative thinking 
Strongly Agree 
1 2 3 4 5 6 
1 2 3 4 5 6 
1 2 3 4 5 6 
1 2 3 4 5 6 
1 2 3 4 5 6 
1 2 3 4 5 6 
1 2 3 4 5 6 
1 2 3 4 5 6 
1 2 3 4 5 6 
1 2 3 4 5 6 
1 2 3 4 5 6 
1 2 3 4 5 6 
1 2 3 4 5 6 
1 2 3 4 5 6 
1 2 3 4 5 6 
12 3 4 5 6 7 
12 3 4 5 6 7 
12 3 4 5 6 7 
If you are involved in recruiting and hiring new employees (i. e. hospitality graduates), 
please complete Section IV. If NOT, please go to Section V. 
SECTION IV: Employee and Recruitment Profile 
17. How many employees approximately are employed by the organisation (unit) in 
total? 
Specialist areas in hospitality mgt (e. g. HR Manager, Marketing Mgr, etc. ) 
Operations Management (e. g. F&B Manager, Housekeeper, etc. ) 
Supervisory (e. g. Restaurant Supervisors, Asst F& B Mgr, etc. ) 
Operational (e. g. Receptionists, Waiters, Cooks, etc. ) 
Total 100 
% 
% 
% 
% 
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18. Please tick the appropriate starting salary column that suit the job levels practised in 
your organisation / unit. 
Per year (In MYR) Specialist 
Area 
Operations 
Management 
Supervisory Operational 
More or equivalent 
to 72,000 
60,000 - 71,999 
48,000 - 59,999 
36,000 - 47,999 
24,000 - 35,999 
12,000 - 23,999 
Less or equivalent 
to 11,999 
Key: 
Specialist area in hospitality management. 
etc. ) 
Operations Management 
Supervisory 
Operational 
(e. g. HR Manager, Finance Mgr, Marketing Mgr, 
(e. g. Room Division Manager, F&B Manager, etc. ) 
(e. g. Restaurant Supervisor, Asst. F&B Mgr, etc. ) 
(e. g. Receptionists, Waiters, Cooks etc. ) 
19. Within the past 18 months, have you recruited any hospitality graduates or 
diplomates into your organisation? Circle YES or NO. 
Yes No 
20. Of the graduates recruited, approximately what percentage come from national 
institutions ....... and overseas 
institutions.......... ? 
National institutions % Foreign (overseas) 
institutions % 
21. In your opinion, what percentage of hospitality graduates would you expect to 
be 
appointed to the following initial career destinations? (Please give percentages 
in 
each level and totalled to a 100%). 
Specialist areas in hospitality mgt (e. g. HR Manager, Marketing Mgr, etc. 
) % 
Operations Management (e. g. F&B Manager, Housekeeper, etc. ) % 
Supervisory (e. g. Restaurant Supervisors, Asst F& B Mgr, etc. ) 
% 
Operational (e. g. Receptionists, Waiters, Cooks, etc. ) 
% 
Non-hospitality (e. g. Accounting, Researcher, etc) 
% 
Further Qualification (e. g. MSc, PhD, etc) % 
Total 100 % 
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22. In the case of diploma holders (diplomates), what percentage should they be 
recruited in the position below? 
Specialist areas in hospitality mgt (e. g. HR Manager, Marketing Mgr, etc. ) 
Operations Management (e. g. F&B Manager, Housekeeper, etc. ) 
Supervisory (e. g. Restaurant Supervisors, Asst F& B Mgr, etc. ) 
Operational (e. g. Receptionists, Waiters, Cooks, etc. ) 
Non-hospitality (e. g. Accounting, Researcher, etc) 
Further Qualification (e. g. MSc, PhD, etc) 
Total 100 % 
23. Is there a preference in your organisation (unit) to recruit hospitality graduates and 
diplomates 
as opposed to non-hospitality graduates and diplomates? Circle YES or NO. 
Yes 
If YES, why? 
No 
Recruiting Factors 
Direction: The following set of statements relate to your feelings about the factors you 
take into account when recruiting in your organisation. Please show the extent to which 
you believe that graduates should have the criteria listed. If you feel a feature is not at 
all essential for recruitment, circle the number 1. If you feel a feature is absolutely 
essential for recruitment, circle 7. You should circle any of the numbers in the middle 
that show how strong your feelings are. 
Scale 
Not at all essential 1234567 Absolutely Essential 
24. Appropriate attitude 1 2 3 4 5 6 
25. Ability to communicate 1 2 3 4 5 6 
26. Friendly personality 1 2 3 4 5 6 
27. Personal appearance / grooming 1 2 3 4 5 6 
28. Work experience (general) 1 2 3 4 5 6 
29. Work experience in hospitality field 1 2 3 4 5 6 
30. Diversity of work experience 1 2 3 4 5 6 
31. Length of work experience 1 2 3 4 5 6 
32. References 1 2 3 4 5 6 
33. Participation in student organisations 1 2 3 4 5 6 
34. Leadership positions in students organisations 1 2 3 4 5 6 
35. Supervisory experience 1 2 3 4 5 6 
36. Degree class / Grade Point Average 1 2 3 4 5 6 
37. University / college attended 1 2 3 4 5 6 
38. Programme accredited by AHMA, HCIMA, LAN etc 1 2 3 4 5 6 
39. Gender 1 2 3 4 5 6 
40. Membership in honourary societies 1 2 3 4 5 6 
41. Fellow alumnus 1 2 3 4 5 6 
Key : AHMA: American Hotel Motel Association; 
HCIMA: Hotel Catering International Management 
Association(UK); 
LAN: Lembaga Akreditasi Negara 
7 
7 
7 
7 
7 
7 
7 
7 
7 
7 
7 
7 
7 
7 
7 
7 
7 
7 
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SECTION V: Opinion on Importance of Hospitality Programme 
42. In your opinion, what percentage of a hospitality management programme should be 
allocated to generic managerial modules or courses as opposed to hospitality industry 
specific modules or courses? (For this question, please draw one vertical line across 
the diagram below to give an indication of the proposition. For example, the dotted 
line shows a recommendation of 60% general and 40% industry specific). 
o5 10 15 20 25 30 35 40 45 50 55 6b 65 70 75 80 85 90 95 100 
INDUSTRY 
GENERAL SPECIFIC 
100 95 90 85 80 75 70 65 60 55 50 454 35 30 25 20 15 10 50 
43. Hospitality graduates are being educated and trained in hospitality 
programmes all over the world. In the wake of globalisation, hospitality 
programmes are recognised and accredited worldwide. A graduate educated 
and trained in one region is likely to get a job in another. 
Direction: For the regions listed in left hand column (where graduates are 
trained), tick the regions listed in the top row, in which you would expect 
graduates to be recognised and accepted. You may tick more than one. 
ACCEPTED 
TRAINED 
UK USA 
CAN 
EC ME SEA FEA A& 
NZ 
AFR CAR C& 
SA 
United Kingdom 
U. S. A. & Canada 
European 
Community 
Middle East 
Southeast Asia 
Far East Asia 
Australia & New 
Zealand 
African Countries 
Caribbean 
C&S America 
Key: 
UK - United Kingdom 
USA&CAN-United States of America & Canada 
EC - European Community 
(France, Switzerland, Germany, etc. ) 
ME- Middle-east (Jordan, UAE, Qatar, etc. ) 
SEA- Southeast Asia (Malaysia, Singapore, Thailand, etc. ) 
FEA - Far East (Hong Kong, Japan, Korea, Taiwan, etc. ) 
A&NZ - Australia & New Zealand 
AFR - African Countries (Ghana, S. Africa, Nigeria, etc. ) 
CAR - Caribbean (Barbados, Antigua, Jamaica, etc. ) 
C&SA - Central & South America (Mexico, Brazil, 
Argentina, etc) 
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44. What further changes in your opinion, should be made in the existing labour 
situation of this sector in terms of provision of education? (Please tick where 
appropriate) 
Establishment of more vocational institutes 
Expansion of current hospitality programmes 
Improvement of the course structure 
Better education-industry relations/partnerships 
No change 
Others (please specify) 
45. Any other comments are more than welcome. 
SECTION VI: Background Information about You and Your Organisation 
46. What is your job title and department? 
Job Title: 
Department or Area: 
47. Which one of the following categories best describes your position in the 
organisation? 
Director/CEO .................................... 
1 
Senior Management ............................. 
2 
Middle Management ............................ 
3 
48. What is the highest level of education that you have achieved? Please name the 
qualification and the awarding institution. 
Qualification: 
Awarding Institution: 
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49. Type of Organisation/Establishment (Please tick where appropriate). 
Lt gl g Types Star Rooms 
Hotels 1 Less than 100 
Motels 2 101-250 
Resorts 3 251-500 
Motor Hotels 4 501-1000 
5 1001 or more 
Food 
Service 
Category Types Serving per clay 
Institutional Health Care 0 -100 
Education 101 - 500 
Industrial catering 501 - 1,000 
Welfare 1,001 -5,000 
Military 5,001 - 10,000 
Commercial Restaurants More than 10,001 
Fast foods 
Event Catering 
Bars/Taverns 
Leisure Types No. of Employee Annual Revenue (I7. ''ß. } 
Recreation centre 1-50 0 -100,000 
Entertainment centre 51-100 100,000 - 500,000 
101 - 200 500,001 -1,000,000 
201 - 500 1,000,001-2,000,000 
2,000,001-5,000,000 
More than 5,000,001 
50. Location (Please tick) 
Langkawi & Perlis 
Kedah 
Penang 
Perak 
Selangor 
Kuala Lumpur 
Negri Sembilan 
Malacca 
Johore 
Pahang 
Terengganu 
Kelantan 
Sarawak 
Sabah & Labuan 
Thank you for your co-operation. Please put the questionnaire in the envelope 
provided. 
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Appendix C24: UK Mentors' Sample Questionnaire 
Investigating the relationship between employability and graduates 
competencies. 
Employability means "the possession by an individual of the qualities and 
competencies required to meet the changing needs of employers and customers and 
thereby realise his or her aspirations and potential work ". [Confederation of British Industry's (CBI), 1999] 
Please bear in mind our definition when answering the following questions. 
How to Complete the Questionnaire 
The questionnaire is a part of a university study on the competencies of graduates in 
hospitality management programme. In most cases, we would like you to CIRCLE a 
number which reflects your opinion. In a few instances, you are asked to supply short 
written answers. 
Section I: Your Past Experience in Mentoring Professional Training for 
Hospitality Students 
1. During the past 18 months, have you personally been actively involved in mentoring and 
training Hospitality Students undergoing their professional year? 
Circle ONE number YES....... 1 NO ......... 2 
If NO to Question 1, would you please pass this questionnaire on to someone in your 
organisation who has been actively involved in such a role within the last 18 months. 
The questions in this section relate to your involvement in mentoring students 
undergoing their professional training. All answers should relate just to this particular 
role. 
Direction: Based on your experiences as a mentor of professional training, please think 
about the kind of competencies (ideally) that student should have acquired upon 
completing their professional training years. Please show the extent to which you think 
students would possess the feature described in each statement. If you feel a feature is 
not at all essential for ideal competencies such as one you have in mind, circle the 
number 1. If you feel a feature is absolutely essential for ideal competencies, circle 7. If 
your feelings are less strong, circle one of the numbers in the middle. 
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Scale 
Not at all essential 1234567 Absolutely Essential 
2. Management analysis techniques 
* Using marketing analysis techniques 1234567 
* Using financial analysis techniques 1234567 
* Using operational management skills 1234567 
and techniques 
* Applying research methods 1234567 
* Applying accounting methods 1234567 
* Using task/job analysis techniques 1234567 
* Using human resource management 1234567 
skills and techniques 
* Managing and leading group processes 1234567 
* Applying yield management methods 1234567 
* Applying entrepreneurial methods 1234567 
* Applying crisis management 1234567 
3. Adaptation to environment changes & 
acquisition of knowledge 
* Adapting to changing circumstances 1234567 
* Being aware of the current knowledge in 1234567 
the academic and professional literature 
* Seeing how things fit in the big picture 1234567 
* Making decisions under pressure and 1234567 
Uncertainty 
* Organizing large amounts of information 1234567 
into meaningful patterns 
* Being aware of social protocol and 1234567 
Etiquette 
* Establishing personal criteria for work 1234567 
quality and work standards 
* Continuing more education for personal 1234567 
development 
4. Personal skills 
* Making presentation 1234567 
* Applying interpersonal skills 1234567 
* IT literate 1234567 
5. Management of employee and job 
* Enhancing socialization and interpersonal 1234567 
relationships with others 
* Taking a job wanting to perform 1234567 
* Maintaining professional appearance and 1234567 
Poise 
* Developing job specification / descriptions 1234567 
* Supervising the work of others 1234567 
* Applying staff performance appraisal 1234567 
* Using staff training techniques 1234567 
* Applying self-evaluation methods 1234567 
* Taking a chance of more job enlargement 1234567 
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Scale 
Not at all essential 1234567 Absolutely Essential 
6. Problem identification & communication 
* Identifying and defining problems of 1 2 3 4 5 6 7 
Operation 
* Communicating with clients and customers 1 2 3 4 5 6 7 
* Acting in an ethical manner 1 2 3 4 5 6 7 
* Communicating with other employees 1 2 3 4 5 6 7 
* Applying negotiating methods 1 2 3 4 5 6 7 
* Applying second language skills 1 2 3 4 5 6 7 
* Applying problem solving methods 1 2 3 4 5 6 7 
7. Operation techniques and knowledge 
* Maintaining consistent service quality 1 2 3 4 5 6 7 
* Enhancing suggestive selling techniques 1 2 3 4 5 6 7 
* Obtaining facility and product knowledge 1 2 3 4 5 6 7 
* Using housekeeping techniques 1 2 3 4 5 6 7 
* Using F&B merchandising techniques 1 2 3 4 5 6 7 
* Using food production techniques 1 2 3 4 5 6 7 
* Using stock control techniques 1 2 3 4 5 6 7 
* Using food service techniques 1 2 3 4 5 6 7 
* Using guest reservation techniques 1 2 3 4 5 6 7 
* Applying safety and hygiene methods 1 2 3 4 5 6 7 
* Applying purchasing management methods 1 2 3 4 5 6 7 
* Using beverage production methods 1 2 3 4 5 6 7 
* Applying rooms management methods 1 2 3 4 5 6 7 
* Using banqueting and catering techniques 1 2 3 4 5 6 7 
* Using menu planning techniques 1 2 3 4 5 6 7 
8. Innovation 
* Developing innovative ways of work 1234567 
* Forecasting future trends 1234567 
* Building models and creative thinking 1234567 
9. Please place the six dimensions of competence described above in rank order of 
importance, with 1 being the least important and 7 the most important. Rank 
* Management analyses techniques 
* Adaptation of environment changes and 
acquisition of knowledge 
* Personal skills 
* Management of employee and job 
* Problem Identification and communication 
* Operation techniques and knowledge 
* Innovation 
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Section II: Your Opinion of the Actual Performance of the Professional 
Training Students 
Direction: The following sets of statements relate to your feelings about the actual 
competencies that students have acquired upon completing their professional training 
years. Please show the extent to which you believe that the student has the 
competencies listed. Once again, circling 1 means that you strongly disagree that 
students have the competencies, and circling 7 means that you strongly agree. You 
should circle any of the numbers in the middle that show how strong your feelings are. 
Scale 
Strongly Disagree 1234567 Strongly Agree 771 
10. Management analysis techniques 
* Using marketing analysis techniques 1 2 3 4 5 6 7 
* Using financial analysis techniques 1 2 3 4 5 6 7 
* Using operational management skills 1 2 3 4 5 6 7 
and techniques 
* Applying research methods 1 2 3 4 5 6 7 
* Applying accounting methods 1 2 3 4 5 6 7 
* Using task/job analysis techniques 1 2 3 4 5 6 7 
* Using human resource management 1 2 3 4 5 6 7 
skills and techniques 
* Managing and leading group processes 1 2 3 4 5 6 7 
* Applying yield management methods 1 2 3 4 5 6 7 
* Applying entrepreneurial methods 1 2 3 4 5 6 7 
* Applying crisis management 1 2 3 4 5 6 7 
11. Adaptation to environment changes & 
acquisition of knowledge 
* Adapting to changing circumstances 1 2 3 4 5 6 7 
* Being aware of the current knowledge in 1 2 3 4 5 6 7 
The academic and professional literature 
* Seeing how things fit in the big picture 1 2 3 4 5 6 7 
* Making decisions under pressure and 1 2 3 4 5 6 7 
Uncertainty 
* Organizing large amounts of information 1 2 3 4 5 6 7 
Into meaningful patterns 
* Being aware of social protocol and 1 2 3 4 5 6 7 
Etiquette 
* Establishing personal criteria for work 1 2 3 4 5 6 7 
Quality and work standards 
* Continuing more education for personal 1 2 3 4 5 6 7 
development 
12. Personal skills 
* Making presentation 1 2 3 4 5 6 7 
* Applying interpersonal skills 1 2 3 4 5 6 7 
* IT literate 1 2 3 4 5 6 7 
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Scale 
Strongly Disagree 1234567 Strongly Agree 
13. Management of employee and job 
* Enhancing socialization and interpersonal 1 2 3 4 5 6 7 
Relationships with others 
* Taking a job wanting to perform 1 2 3 4 5 6 7 
* Maintaining professional appearance and 1 2 3 4 5 6 7 
Poise 
* Developing job specification / descriptions 1 2 3 4 5 6 7 
* Supervising the work of others 1 2 3 4 5 6 7 
* Applying staff performance appraisal 1 2 3 4 5 6 7 
* Using staff training techniques 1 2 3 4 5 6 7 
* Applying self-evaluation methods 1 2 3 4 5 6 7 
* Taking a chance of more job enlargement 1 2 3 4 5 6 7 
14. Problem identification & communication 
* Identifying and defining problems of 1 2 3 4 5 6 7 
Operation 
* Communicating with clients and customers 1 2 3 4 5 6 7 
* Acting in an ethical manner 1 2 3 4 5 6 7 
* Communicating with other employees 1 2 3 4 5 6 7 
* Applying negotiating methods 1 2 3 4 5 6 7 
* Applying second language skills 1 2 3 4 5 6 7 
* Applying problem solving methods 1 2 3 4 5 6 7 
15. Operation techniques and knowledge 
* Maintaining consistent service quality 1 2 3 4 5 6 7 
* Enhancing suggestive selling techniques 1 2 3 4 5 6 7 
* Obtaining facility and product knowledge 1 2 3 4 5 6 7 
* Using housekeeping techniques 1 2 3 4 5 6 7 
* Using F&B merchandising techniques 1 2 3 4 5 6 7 
* Using food production techniques 1 2 3 4 5 6 7 
* Using stock control techniques 1 2 3 4 5 6 7 
* Using food service techniques 1 2 3 4 5 6 7 
* Using guest reservation techniques 1 2 3 4 5 6 7 
* Applying safety and hygiene methods 1 2 3 4 5 6 7 
* Applying purchasing management methods 1 2 3 4 5 6 7 
* Using beverage production methods 1 2 3 4 5 6 7 
* Applying rooms management methods 1 2 3 4 5 6 7 
* Using banqueting and catering techniques 1 2 3 4 5 6 7 
* Using menu planning techniques 1 2 3 4 5 6 7 
16. Innovation 
* Developing innovative ways of work 1234567 
* Forecasting future trends 1234567 
* Building models and creative thinking 1 .234567 
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17. In your opinion, what percentage of a hospitality management programme should be 
allocated to generic managerial modules or courses as opposed to hospitality industry 
specific modules or courses? (For this question, please draw one vertical line across 
the diagram below to give an indication of the proposition. For example, the dotted 
line shows a recommendation of 60% generic and 40% industry specific). 
i 
05 10 15 20 25 30 35 40 45 50 55 6b 65 70 75 80 85 90 95 100 
INDUSTRY 
GENERAL SPECIFIC 
100 95 90 85 80 75 70 65 60 55 50 45 4b 35 30 25 20 15 10 50 
18. Hospitality graduates are being educated and trained in hospitality programmes all 
over the world. In the wake of globalisation, hospitality programmes are recognised 
and accredited worldwide. A graduate educated and trained in one region is likely to 
get a job in another. 
Direction: For the regions listed in left hand column (where graduates are trained), 
tick the regions listed in the top row, in which you would expect graduates to be 
recognised and accepted. You may tick more than one. 
ACCEPTED 
TRAINED 
UK USA 
CAN 
EC ME SEA FEA A& 
NZ 
AFR CAR C& 
SA 
United Kingdom 
U. S. A. & Canada F 
European 
Community 
Middle East 
Southeast Asia 
Far East Asia 
Australia & New 
Zealand 
African Countries 
Caribbean 
C&S America 
Key: 
UK - United Kingdom 
USA&CAN-United States of America & Canada 
EC - European Community (France, Switzerland, 
Germany, etc. ) 
ME- Middle-east (Jordan, UAE, Qatar, etc. ) 
SEA- Southeast Asia (Malaysia, Singapore, Thailand, etc. ) 
FEA - Far East (Hong Kong, Japan, Korea, Taiwan, etc. ) 
A&NZ - Australia & New Zealand 
AFR - African Countries (Ghana, S. Africa, Nigeria, etc. ) 
CAR - Caribbean (Barbados, Antigua, Jamaica, etc. ) 
C&SA - Central & South America (Mexico, Brazil, 
Argentina, etc) 
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19. In your opinion, what percentage of hospitality graduates would you expect to be 
appointed to the following initial career destinations? (Please give percentages in 
each level and totalled to a 100%) 
Specialist areas (e. g. HR Manager, Marketing Mgr, etc. ) % 
Operations Management (e. g. F&B Manager, Housekeeper, etc. ) % 
Supervisory (e. g. Restaurant Supervisors, Asst F& B Mgr, etc. ) % 
Operational (e. g. Receptionists, Waiters, Cooks, etc. ) % 
Non-hospitality (e. g. Accounting, Researcher, etc) % 
Further qualification (e. g. MSc, PhD, etc) % 
lUU% 
20. Any other comments are more than welcome. 
Section III: Background Information about You and Your Organisation 
21. What is your job title and department? 
Job Title: 
Department or Area: 
22. Which one of the following categories best describes your position in the 
organisation? 
Director/CEO .................................... 
1 
Senior Management ............................. 
2 
Middle Management ............................ 
3 
23. What is the highest level of education that you have achieved? Please name the 
qualification and the awarding institution. 
Qualification: 
Awarding Institution: 
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24. Type of Organisation/Establishment (Please tick where appropriate). 
stir, Rooms 
Hotels 1 Less than 100 
Motels 2 101-250 
Resorts 3 251-500 
Motor Hotels 4 501-1000 
5 1001 or more 
Food 
Service 
Category Types Serving per day 
Institutional Health Care 0 -100 
Education 101 - 500 
Industrial catering 501 - 1,000 
Welfare 1,001 -5,000 
Military 5,001 - 10,000 
Commercial Restaurants More than 10,001 
Fast foods 
Event Catering 
Bars/Taverns 
I etsür ypes No.. of Employee n is " evenu[e (£ 
Recreation centre 1-50 0 -100,000 
Entertainment centre 51-100 100,000 - 500,000 
101 - 200 500,001 -1,000,000 
201 - 500 1,000,001-2,000,000 
2,000,001-5,000,000 
More than 5,000,001 
25. Location. (Please tick) 
Scotland 
Ireland 
North West / North Wales 
Northern 
Midland 
South West / South Wales 
Eastern 
Greater London 
Southern 
All UK 
Thank you for your co-operation. Please put the questionnaire in the envelope 
provided. 
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Appendix C25: UK's Personnel Recruiters Sample Questionnaire 
Investigating the relationship between employability and graduate 
competencies. 
Definition: 
Employability means "the possession by an individual of the qualities and 
competencies required to meet the changing needs of employers and customers and 
thereby realise his or her aspirations and potential work". [Confederation of British Industry's (CB1), 1999] 
Please bear in mind our definition when answering the following questions. 
How to Complete the Questionnaire 
The questionnaire is a part of a university study on the competencies of graduates in 
hospitality management programmes and the recruiting criteria practised by employers. 
In most cases, we would like you to CIRCLE a number which reflects your opinion. In 
a few instances, you are asked to supply short written answers. 
Section 1: Your Past Experience Recruiting Hospitality Students 
1. During the past 18 months, have you personally been actively involved in recruiting new 
employees especially hospitality graduates into your organisation? 
Circle ONE number YES....... 1 NO......... 2 
If NO to Question 1, would you please pass this questionnaire on to someone in your 
organisation who has been actively involved in such a role within the last 18 months. 
The questions in this section relate to your involvement in recruiting hospitality 
graduates into your organisation. All answers should relate just to this particular role. 
Direction: Based on your experiences as a recruiter for new employees, in term of 
graduates employment please think about the kind of competencies (ideally) that 
graduates should have acquired upon completing their education and training in 
universities. Please show the extent to which you think graduates would posses the 
feature described in each statement. If you feel a feature is not at all essential for ideal 
competencies such as one you have in mind, circle the number 1. If you feel a feature is 
absolutely essential for ideal competencies, circle 7. If your feelings are less strong, 
circle one of the numbers in the middle. 
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Not at all essential 1234567 Absolutely Essential 
2. Management analysis techniques 
* Using marketing analysis techniques 
* Using financial analysis techniques 
* Using operational management skills 
and techniques 
* Applying research methods 
* Applying accounting methods 
* Using task/job analysis techniques 
* Using human resource management 
skills and techniques 
* Managing and leading group processes 
* Applying yield management methods 
* Applying entrepreneurial methods 
* Applying crisis management 
3. Adaptation to environment changes & 
acquisi tion of knowledge 
* Adapting to changing circumstances 
* Being aware of the current knowledge in 
the academic and professional literature 
* Seeing how things fit in the big picture 
* Making decisions under pressure and 
uncertainty 
* organizing large amounts of information 
into meaningful patterns 
* Being aware of social protocol and 
etiquette 
* Establishing personal criteria for work 
quality and work standards 
* Continuing more education for personal 
development 
4. Personal skills 
* Making presentation 
* Applying interpersonal skills 
* IT literate 
5. Management of employee and job 
* Enhancing socialization and interpersonal 
Relationships with others 
* Taking a job wanting to perform 
* Maintaining professional appearance and 
poise 
* Developing job specification / descriptions 
* Supervising the work of others 
* Applying staff performance appraisal 
* Using staff training techniques 
* Applying self-evaluation methods 
* Taking a chance of more job enlargement 
I 
1 
1 
I 
1 
l 
1 
1 
1 
1 
1 
1 
1 
1 
1 
1 
1 
1 
1 
1 
1 
1 2 3 4 5 6 7 
1 2 3 4 5 6 7 
1 2 3 4 5 6 7 
1 2 3 4 5 6 7 
1 2 3 4 5 6 7 
1 2 3 4 5 6 7 
1 2 3 4 5 6 7 
1 2 3 4 5 6 7 
1 2 3 4 5 6 7 
1 2 3 4 5 6 7 
1 2 3 4 5 6 7 
1 2 3 4 5 6 7 
1 2 3 4 5 6 7 
1 2 3 4 5 6 7 
234 
234 
234 
234 
234 
234 
234 
234 
234 
234 
234 
234 
234 
234 
234 
234 
234 
234 
234 
234 
234 
567 
567 
567 
567 
567 
567 
567 
567 
567 
567 
567 
567 
567 
567 
567 
567 
567 
567 
567 
567 
567 
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I Not at all essential 1234567 Absolutely Essential 
6. Problem identification & communication 1 2 3 4 5 6 7 
* Identifying and defining problems of 1 2 3 4 5 6 7 
operation 
* Communicating with clients and customers 1 2 3 4 5 6 7 
* Acting in an ethical manner 1 2 3 4 5 6 7 
* Communicating with other employees 1 2 3 4 5 6 7 
* Applying negotiating methods 1 2 3 4 5 6 7 
* Applying second language skills 1 2 3 4 5 6 7 
* Applying problem solving methods 1 2 3 4 5 6 7 
7. Operation techniques and knowledge 1 2 3 4 5 6 7 
* Maintaining consistent service quality 1 2 3 4 5 6 7 
* Enhancing suggestive selling techniques 1 2 3 4 5 6 7 
* Obtaining facility and product knowledge 1 2 3 4 5 6 7 
* Using housekeeping techniques 1 2 3 4 5 6 7 
* Using F&B merchandising techniques 1 2 3 4 5 6 7 
* Using food production techniques 1 2 3 4 5 6 7 
* Using stock control techniques 1 2 3 4 5 6 7 
* Using food service techniques 1 2 3 4 5 6 7 
* Using guest reservation techniques 1 2 3 4 5 6 7 
* Applying safety and hygiene methods 1 2 3 4 5 6 7 
* Applying purchasing management methods 1 2 3 4 5 6 7 
* Using beverage production methods 1 2 3 4 5 6 7 
* Applying rooms management methods 1 2 3 4 5 6 7 
* Using banqueting and catering techniques 1 2 3 4 5 6 7 
* Using menu planning techniques 1 2 3 4 5 6 7 
8. Innovation 1234567 
* Developing innovative ways of work 1234567 
* Forecasting future trends 1234567 
* Building models and creative thinking 1234567 
9. Please place the six dimensions of competence described above in rank order of 
importance with 1 being the least important and 7 the most in: portant. 
Rank 
* Management analyses techniques 
Adaptation of environment changes and 
acquisition of knowledge 
Personal skills 
* Management of Employee and Job 
Problem Identification and communication 
* Operation techniques and knowledge 
Innovation 
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SECTION II: and Recruitment Profile 
10. How many employees approximately are employed by the organisation (unit) in total? 
Specialist areas in hospitality mgt (e. g. HR Manager, Marketing Mgr, etc. ) 
Operations Managers (e. g. F&B Manager, Housekeeper, etc. ) 
Supervisory (e. g. Restaurant Supervisors, Asst F& B Mgr, etc. ) 
Operational (e. g. Receptionists, Waiters, Cooks, etc. ) 
Total 100 % 
11. Please tick the appropriate starting salary column that suit the job levels practised in 
your organisation / unit. 
Per year (In £) Specialist 
Area 
Operations 
Manager 
Supervisory Operational 
More or equivalent 
to 20,000 
18,000 -19,999 
16,000 - 17,999 
14,000 -15,999 
12,000 -13,999 
10,000 - 11,999 
Less or equivalent 
to 9,999 
Key: 
Specialist area in hospitality management (e. g. HR Manager, Finance Mgr, Marketing 
Mgr, etc. ) 
Operations Manager (e. g. Room Division Manager, F&B Manager, etc. ) 
Supervisory (e. g. Restaurant Supervisor, Asst. F&B Mgr, etc. ) 
Operational (e. g. Receptionists, Waiters, Cooks etc. ) 
12. Within the past 18 months, have you recruited any hospitality graduates into your 
organisation? Circle YES or NO. 
Yes No 
13. Of the graduates recruited, approximately what percentage come from national 
institution... 
............ and 
foreign (overseas) institutions.............. 
National institutions Foreign (overseas) institutions 
°/a 
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14. In your opinion, what percentage of the hospitality graduates would you expect to he appointed to the following initial career destinations? (Please give percentages in each level and totalled to a 100%). 
Specialist areas in hospitality mgt (e. g. HR Manager, Marketing Mgr, etc. ) Operations Management (e. g. F&B Manager, Housekeeper, etc. ) 
Supervisory (e. g. Restaurant Supervisors, Asst F& B Mgr, etc. ) Operational (e. g. Receptionists, Waiters, Cooks, etc. ) 
Non-hospitality (e. g. Accounting, Researcher, etc) 
Further qualification (e. g. MSc, PhD, etc) 
Total 
15. Is there a preference in your organisation (unit) to recruit hospitality graduates 
as opposed to non-hospitality graduates? Circle YES or NO. 
Yes 
If YES, why? 
No 
% 
% 
O/d 
% 
% 
% 
100 % 
Recruiting Factors 
Direction: The following sets of statements relate to your feelings about the factors you 
take into account when recruiting in your organisation. Please show the extent to which 
you believe that they should have the criteria listed. If you feel a feature is not at all 
essential for recruitment, circle the number 1. If you feel a feature is absolutely 
essential for recruitment, circle 7. You should circle any of the numbers in the middle 
that show how strong your feelings are. 
Not at all essential 1234567 Absolutely Essential 
16. Appropriate attitude 
17. Ability to communicate 
18. Friendly personality 
19. Personal appearance/ grooming 
20. Work experience (general) 
21. Work experience in hospitality field 
22. Diversity of work experience 
23. Length of work experience 
24. Participation in student organisations 
25. Leadership positions in students organisations 
26. References 
27. Supervisory experience 
28. Degree class / Grade Point Average 
29. University / college attended 
30. programme accredited by CHME, HCIMA, etc 
31. Gender 
32. Membership in honourary societies 
33. Fellow alunmus 
1 2 3 4 5 6 
1 2 3 4 5 6 
1 2 3 4 5 6 
1 2 3 4 5 6 
1 2 3 4 5 6 
1 2 3 4 5 6 
1 2 3 4 5 6 
1 2 3 4 5 6 
1 2 3 4 5 6 
1 2 3 4 5 6 
1 2 3 4 5 6 
1 2 3 4 5 6 
1 2 3 4 5 6 
1 2 3 4 5 6 
1 2 3 4 5 6 
1 2 3 4 5 6 
1 2 3 4 5 6 
1 2 3 4 5 6 
7 
7 
7 
7 
7 
7 
7 
7 
7 
7 
7 
7 
7 
7 
7 
7 
7 
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I SECTION III: Opinion on Importance of Hospitality Programme 
34. In your opinion, what percentage of a hospitality management programme should be 
allocated to generic managerial modules or courses as opposed to hospitality industry 
specific modules or courses? (For this question, please draw one vertical line across 
the diagram below to give an indication of the proposition. For example, the dotted 
line shows a recommendation of 60% generic and 40% industry specific). 
05 10 15 20 25 30 35 40 45 50 55 6t) 65 70 75 80 85 90 95 100 
INDUSTRY 
GENERAL SPECIFIC 
100 95 90 85 80 75 70 65 60 55 50 45 4b 35 30 25 20 15 10 50 
35. Hospitality graduates are being educated and trained in hospitality programmes all 
over the world. In the wake of globalisation, hospitality programmes are recognised 
and accredited worldwide. A graduate educated and trained in one region is likely to 
get a job in another. 
Direction: For the regions listed in left hand column (where graduates are trained), 
tick the regions listed in the top row, in which you would expect graduates to be 
recognised and accepted. You may tick more than one. 
ACCEPTED 
TRAINED 
UK USA 
CAN 
EC ME SEA FEA A& 
NZ 
AFR CAR C& 
SA 
United Kingdom 
U. S. A. & Canada 
European 
Community = 4'= 
Middle East 
Southeast Asia 
Far East Asia 
Australia & New 
Zealand -z. 
African Countries 
Caribbean 
C &. S America 
Key: 
UK -United Kingdom 
USA&CAN-United States of America. & Canada 
EC -European Community (France, 
Switzerland, Germany, etc. ) 
ME- Middle-east (Jordan, UAE, Qatar, etc. ) 
SEA- Southeast Asia (Malaysia, Singapore, Thailand, etc-) 
FEA - Far East (Hong Kong, Japan, Korea, Taiwan, etc. ) 
A&NZ - Australia & New Zealand 
AFR - African Countries (Ghana, S. Africa, 
Nigeria, etc. ) 
CAR - Caribbean (Barbados, Antigua, Jamaica, etc. ) 
C&SA - Central 
& South America (Mexico, Brazil, 
Argentina, etc) 
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36. What further changes in your opinion, should be made in the existing labour 
situation of this sector in terms of provision of education? (Please tick where 
appropriate) 
Establishment of more vocational institutes 
Expansion of current hospitality programmes 
Improvement of the course structure 
Better education-industry relations/partnerships 
No change 
Others (please specify) 
37. Any other comments are more than welcome. 
I SECTION IV: Background information about You and Your Organisation 
38. What is your job title and department? 
Job Title: 
Department or Area: 
39. Which one of the following categories best describes your position in the 
organisation? 
Director/CEO .................................... 
I 
Senior Management ............................. 
2 
Middle Management ............................ 
3 
40. What is the highest level of education that you have achieved? Please name the 
qualification and the awarding institution. 
Qualification: 
Awarding Institution: 
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41. Type of Organisation/Establishment (Please tick where appropriate). 
Hotels 1 Less than 100 
Motels 2 101-250 
Resorts 3 251-500 
Motor Hotels 4 501-1000 
5 1001 or more 
Fd 
Service 
Category 'r s Serving per day 
Institutional Health Care 0-100 
Education 101 - 500 
Industrial catering 501 - 1,000 
Welfare 1,001 -5,000 
Mlita 5,001 - 10,000 
Commercial Restaurants More than 10,001 
Fast foods 
Event Catering 
Bars/Taverns 
Ll ur '' 
.tfm 
1Q 
.; 
Annual Revenue 
Recreation centre 1-50 0 -100,000 
Entertainment centre 51-100 100,000 - 500,000 
101 - 200 500,001 -1,000,000 
201 - 500 1,000,001-2,000,000 
2,000,001-5,000,000 
More than 5,000,001 
42. Location- (Please tick) 
Scotland 
Ireland 
North West / North Wales 
Northern 
Midland 
South West / South Wales 
Eastern 
Greater London 
Southern 
All UK 
Thank you for your co-operation. Please put the questionnaire in the envelope 
provided. 
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Appendix D 
Appendix D1: üniS Eta Mean (1995-1997) Anova 
Sum of Squares Df Mew F Sig. 
n 223.475 2 111337 7.797 
. 
000 Within 4901,436 342 14.332 
tal 5124.910 344 
Appendix D2: UniS EQ Mean Between Course T-Test 
Lee's Test for 
Equality of t -test for Equality of. Means 
vananc es 
Sig. Mean SE 95% CI 
F Sig T DF (2-tallied) Duf. Dif. Lower Upper 
A 171 
. 
673 5 863 343 : 000 -2.33 . 40 -3.11 -1.55 EVnA j -5.832 341.337 00.0 -2.33 . 
40 3; 11 -1.55 1 
cvrt- CUJ vmiaricae asst i eo ; it - StanQa&U Error 
EfrA - Equal Yar nce not assured Cl - Confi fence In terval. 
Appendix D3: UniS EQ Mean Between Course by Year T-Test 
. Levene's Test. for 
Equality of t -test for Equality of Means 
vanantes 
Sig. Mean SE 95% Ci 
F Sig T Df (2 tailed) Diff. Diff. Lower Upper 
1995 EVA, Q_447 
. 
037 -4.676 108 . 000 -3.25 . 
70 -4.63 -1.87 
EVnA 4-621- 98.790 
. 
000 -3.25 . 
70 -4.65 -1.86 
1996 EVA 
. 
079 
. 
779 -3.725 108 . 
000 -2.58 . 
69 -3.96 -1.21 
EVnA -3.715 98.291 . 
000 -2.58 . 
70 -3.96 -1.20 
19'97 EVA 4.377 . 
038 -2.096 123 . 
038 -1.33 . 
63 -2.59 -0.62 
EV.; -2.085 114.603 . 
039 -1.33 . 
64 -2.59 -0.61 
- EVA- Equal variance -assumed SE - Standara Error 
. EV iA-. E. qJ vdriancenotassixned 
CI - Confidence Interval 
Ar nri3y fl4- R¢arr n Cns; platk n UUn-sS R. HCM - V495 
EQ LI L2: I PSTA L2.2 L3 DC Job Mary 
EQ 1.000 
N 51 
L1 -. 1.04 1.000 
N 46 46 
i_2.1 
. 
ßi1 i. 000 
N 50 46 50 
? STA -. ©10 .- 4 1-000 
N 47 45 48 47 
L22 . 
017 Wn """ 1.000 
N 51 46 50 47 51- 
L3 137 °º 'y` 'ý` 1-000 
N 51 46 50 47 51 51 
-. 
082 
r S"r f 1ý-Ix'4 
E ý;. i 
8$ 1.000 
N 51 46 50 47 51 51 51 
Job _053 -. 
0Ö2 
_011 .O . 
019 -. 036 . 05Z 1.0.0 ' 
N 34 31 34 31 34 34 34 34 
Salary -. 028 -. 090 -_230 008 -. 262 -. 281 -. 
372 
. 
246 1.000 
N 
I 20 18 20 19 20 20 20- 20 20 
*Ccmrelation significant at. 0. O5Ieve1(2-tailed) 
**Ccs¢rejation si p fief at ti_Ollevel (2-tailed) 
14Qn 
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Appendix D5: Pearson Correlation UniS BHCM -1996 
EQP LR UI PSTA L2.2 L3 DC Job Salary 
EQP 1.000 
N 47 
L1 
. 
213 1.000 
N 46 46 
L2.1 
. 266 . "7140! * 1.000 N 46 45 46 
PSTA 
-, 
036 
y 
1.000 
N 46 46 45 46 
1.2.2 
. 
148 ! "' y ** X68, 
--! 1.000 
N 47 46 46 46 47 
L3 
. 
013 "ý 32 r 
N 47 46 46 46 47 47 
DC 
. 168 ! ''k :; 49D"ß`t M&" 786 : 850" tooo N 47 46 46 46 47 47 47 
Job 
. 049 . 
232 X44111' -. 020 . 
261 
. 
108 . 
021 1.000 
N 28 27 28 27 28 28 28 28 
Salary -. 010 . 
178 
. 
397 
. 
567 w60 . 
526 . 
564 -. 043 1.000 
n 1i 11 i1 11 11 11 11 11 i1 
*Carreltiart significant at 0-(6- level (2-tailed) 
**(_ orrelatico significant. at 0.01 level (2-tailed) 
Appendix D6: Pearson Correlation L}niS BHCM - 1997 
L EQ Li L2.. t PSTA 1.2.. 2 U DC Job Salary 
io- 1.000 
N 64 
LI . 045 1.000 
N 62 62 
L2-1 
. 
035 792 1.000 
n 64 62 64 
PSTA -. 022 561_ A" + lau 1.000 
n 63 62 63 63 
12.2 -. 075 :7 * 3'"! 1.000 
n 64 62 654 63 64 
L3 . 
062 $ "* S@5 <6* 
734'* 1.000 
n 64 62 64 63 64 64 
DC 077 I . '. 607 1210, - ,r 82G `a` 1.000 
n 64 62 64 63 64 64 64 
Job -. 021 -. 171 . 
031 = -. 150 -. 182 -. 261 1.000 
n 38 36 38 37 38 38 38 
38 
Salary . 006 -. 
204 -. 381 . 084 -. 
237 . 
070 -. 077 . 064 
1.000 
n 14 14 14 14 14 14 
14 14 14 
*CoiieiatLon siattwwan at l º. 'rq ve! ! -Laud! 
*Ccfsselatüsi sigaiücwit at 0.01levd (2-tai e4) 
IMA 
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Appendix D7" Pearson Correiation UniS BIHTM 1995 
EQ LI Lm L2.2 L3 DC Job Salary 
EQ I. 4 
n 59 
LI -. 002 1.000 
n 44 44 
L2.1 
. 189 _840** 1. ()t)t3 
n 59 44 59 
. 
208 
. 
797"' 
. 
813** 1.000 
n 59 44 59 59 
L3 -, 0827 . 677' . 
65(r 
. 
744*" 1.000 
n 59 44 59 59 59 
DC 
. 692* . 681'"` . 
760"x" 
. 
865** 1.000 
n 59 44 59 59 59 59 
" ob -_144 . 
461* 
. 318 . 
330 
. 
397* 
. 
305 4-Ow 
n 25 19 25 25 25 25 25 
Salary a. a a a. a. a. a. a. 
o 1 1 1 1 1 1 11 
-C: imrefa K'vn mhcaiit, 4 O. O512t i (2-tailed) a.. at. "st on cell is constant 
"Correlation significant at. 0,01 ßel (? tailed) 
Appendix D8: Pearson Correlation-UNS B-IHT -1 996 
EQ LI L2.1 L22 
EQ 1.000 
n 63 
LI >5 ' 1. £ 
n 55 55 
L2. I 37 Ji`` . 685 (. 000 
t? 63 55 63 
L2.2 
. 
183 690g=' f16 1.000 
n 63 55 63 63 
L3 285* 717** 607'* 'ß2** 
n 63 55 63 63 
DC 254" 7Qj-** Fj7" 7, 
n 63 55 63 63 
Job -. 136 . 
064 
. 
114 
. 
066 
n 13 12 13 13 
Salary a a a a. 
n 1 1 1 1 
*C M Telat m significant at 0,0 51eve1 (2-tailed) 
L3 DC Job 
1.000 
63 
1.000 
63 63 
-. 230 -. 209 1.000 
13 13 13 
a. a. a. 
1 11 
a. at least on cell is constant 
Salary 
a. 
1 
**Cc sclation sk, 7 c rnt at 0.01 kvd (2-tailed) 
'Aal) 
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Appendix D9: Pearson Correlation UniS BIHTM 1997 
Eta LI 12.1 L2.2 
ECt 1. {00 
n 61 
LI 
. 
033 1.000 
n 53 53 
L2.1 1.000 
n 61 53 61 
L2.2 
. 158 82tß . 
692*1 1.000 
fl 61 53 61 61 
U 
. 027 82 5 *' 717 
n 61 53 61 61 
. 
172 
11 61 53 61 61 
Job 
. 
221 
. 
383 
. 517 . 467 
n 13 10 13 13 
Salary a, a. a. a. 
n 2 2 2 2 
*Cb Tation significant at 0_051eve1 (2-tailed) 
*SCcmelatimi significant at 0.01 level (2-taile4) 
a. 
2 
U DC Job 
1,000 
61 
-W, 1- ow 
61 61 
. 488 . 545 1000 
13 13 13 
a. a. a. 
2 2 2 
a. at least on cell is constant 
Appendix 010: UITM Diplomas EQ Mean (1996-1998) - Anova 
Sum of Squares Dt Meanz F Sig. 
3etween 312.689 2 156.345 16.929 
. 
000 
ithin 5374.911 582 9.235 
Total 
1 
5687.600 584 
Appendix D11: UiTM Diplomas EQ Mean Between Course T-Test 
EVA 
I 
Levene's Test for 
Equality of t-test for Equality of Means 
variances 
Sig. Mean SE 95% Ct 
-F Sig T Df (2-tailed) Diff. Diff. Lower 
I Upper 
2.860 
. 
09.1 2.267 583 . 
024 
. 
62 
. 
27 -. 57 1.4 6 
2.340 408.6631 
. 
620 . 
62 
. 
27 -. 53 9.14 
EVA- Equal variance assumed SE - Standard Error 
EVPIA - Egual variance not assumed Cl - Confidence Lnterval 
Appendix Dl 2: UiTM Diplomas EQ Mean Between Course by Year T-Test 
Levene's Test for 
Equality of 
i t-test for Equality of Means 
variances 
Sig: Mean SE 95% Cl 
F Sig T Df . (2-tailed) Diff. Diff. Loaner Upper 
EVA 4.91.0 . 
028 1.327 141 . 137 . 
74 
. 
56 -. 36 1.84 
EVnA 1.436 124.419 . 
153 . 
74 
. 
51 -. 28 1.76 
EVA . 
329 . 
567 1.510 237 . 132 . 
63 . 42 -. 
19 1.46 
EýfnA 1.524 165.655 . 129 . 
63 
. 
41 -. 19 1.45 
EVA 1.567 . 
212 
. 
676 201 
. 
500 . 
30 
. 45 -. 
58 1.16 
E/nA 705 121.973 . 482 
30 
. 
43 -. 54 1.15 
EVA- Enual variance ash SE - Standard Error 
EVnA - Equal variance not assumed Cl - Confidence Interval 
Salary 
qoq 
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Appendix D13: Pearson Correlation UiTM DHM 1996 
Eck Semi Samt Sem3 
Eck 1.000 
N 93 
Semi 
-326*! 1.000 
n 93 93 
Sem2 
f . 
079 43q' 1.000 
n 93 93 93 
Sem3 ` 43f ! 4zl " 1.000 
R 93 93 93 93 
SenA 2'i8" 5M7 424! 
n 93 93 93 93 
Sems 
. 
121 37 _449 
. 
24 
ºý 93 93 93 93 
SeEn6 
. 
165 £95r'* fif; '''} t1 
n 93 93 93 93 
Oseor 3 #"'' Aw- 7 431 * 
n 93 93 93 93 
Clan "Z-'` ' 70 '' 
n I 93 93 SM- 93 
Job 
. 
002 -. 227 . 035 
= 4s'L 
n 36 36 36 36 
Satary 545 60 -. 133 -. 022 
n 10 10 10 10 
*Co L `ý. ian sigaifieart at O. O5frv l (. 2-tailed) 
"G laiioet significant at O. UU vel (2 Sailed) 
Sem4 Sems Sem6 Oscor Class Job Salary 
1,000 
93 
'.! 1000 
93 93 
3'"' -449'7! 1.000 
93 93 93 
ä0` $34!. Apr 1.000 
93 93 93 93 
49* 
-131! 
ß y" 1.000 
93 93 93 93 93 
-. 125 -. 170 -. 293 -. 320 -. 310 1.000 
36 36 36 36 36 38 
-. 017 -. 289 . 
334 
. 112 
745 
. 000 1.000 
10 10 10 10 10 10 10 
Appendix D14: Pearson Correlation UiTM OHM -1 997 
EQ Sem I Sen? S? mn3 Sem4 SemS Secn6 Ostur Gass job Seta y 
EO 1. OQO 
-N 158 
Semi ; `` 1.000 
158 158 
se) 1.000 
n 158 158 158 
Semi 4g* 4 =.: " 2 1.000 
n 158 158 158 158 
Sem4 342'_ 40q : 467 * 1.000 
rr 158 158 158 158 158 
Se 
. 055 
s1 X22` ? 73 1.000 
n 158 158 158 158 158 158 
swn6 I ts, ý '. " *! #$"` " '. '', 'r' 1.. 000 
n 1 158 158 158 158 158 158 158 
Oscar *' '3 4p Y`' *(3 11W 11000 
158 158 158 168 158 158 158 158 
Gass 42'E " äff` 5 1* ä$' :ý v 7m 1. üßß 
n 458 158 158 158 158 158 158 
158 1588 
Job . 
181 -. 077 -. 088 074 078 . 
043 -. 088 -. 075 -. 063 1.000 
n 
r 
77 77 77 T7 77 77 77 77 77 77 
Slaty . 080 . 
100 . 209 -, 154 -. 
067 -. 216 . 144 . 124 . 
100 _313 1.000 
34 34 34 
_, 
34 34 34 34 34 34 34 34 
**Correlation significant at 0,01 level (2-tailed) 
` LQA 
m 
A dix D15: Pearson Correlation UiTM DHM 1998 
EQ Semi Sem2 Sevn3 Sem4 Sems Sem6 Oscor Class 
EQ 1.000 
N 143 
Setn1 , 1.00 
n 143 143 
Sem2 ; '" '* 1.000 
n 143 143 143 
Sern3 ** . 235 p°* . 144 i. 000 
n 143 143 143 143 
Sen, #4 3ÄY-, . W* " X4631' 1.000 
m 143 143 143 143 143 
Sems 
. 100 
; 25*! 
. 
017 gei""'" 30 * 1.000 
n 143 143 143 143 143 143 
SCS* M2 41 
. 135 1.040 
n 143 143 143 143 143 143 143 
Oscor "º iý3 `' Si3'"' #3 'y` X44'! °" 4! 4 `' 1.000 
n 143 143 143 143 143 143 143 143 
Class 384 71 j Ä45c" ß4 T1 37 x _, $s 
ºt 143 143 143 143 143 143 143 143 
Job -115 -. 149 .0 C-4 51; -. 252 -. 346 -. 144 -. 130 -. 251 
n 35 35 35 35 35 35 35 35 
Salary A57 57 . 319 -. 157 . 422 . 284 . 367 . 351 . 309 
n 8 8 8 8 8 8 8 8 
*Correlatimi sigrnfiewit at O. O51evel (2-tailed) 
**C'itrrelahicm si rfu ýt. at 0.01 level (2-tailed; ) 
Appendices 
Jab Salary 
1,000 
143 
1,000 
35 35 
. 417 . 
293 1.000 
8 88 
Appendix D16: Pearson Correlation UiTM DFSM -1996 
EQ Sem1 Sem`1 Sem3 Sem4 Sems Sem6 Oscor Class Job Salary 
EQ 
! 
1.000 
1 N 50 
Sent 2' 1.000 
n 50 50 
Sem2 . 
265 . 754 1.000 
tT 50 50 50 
Sem3 7, ''' 7sr 1.000 
n 50 50 50 50 
Sem4 Y n,; ? 51 '833" 1.000 
rt 50 50 50 50 50 
Sem -. 086 . 174 . 
193 1.000 I 
n 5(1 50 50 50 50 50 I- 
Sem6 1' t* rf X55., 449tr* 1.000 
n 50 50 50 50 50 50 50 
Oscar jäh 8240'` -- 
1.000 
50 50 50 50 50 50 50 50 
Utas . 
275 . 7a*" 
r 
.ar 
1.000 
n 50 50 50 50 50 
50 50 50 50 
Job . 
363 -. 058 -. 406 -. 319 -. 252 -. 481 -. 350 -. 316 -. 224 
1.000 
14 14 14 1.4 14 44 1-4 1"4 14 14 n 
Salmy . 
500 _925 -. 
251 . 
435 . 
847 a. -. 606 . 
502 . 
500 . 
500 1.000 
3 3 3 3 3 3 3 3 3 33 n 
* Cýcet on is sig"cam at Me J« seum Sc-cae! es. 
"+ Correlation is significant at the ß_01 level (2-tailed). 
a Cannot be co nPutcd 
because at least one of ttre'mrialzls is crx rtt. 
1409 
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Appendix D17: Pearson Correlation DITM DFSM 1997 
EQ Semi Sem2 Semi Sem4 Sems Sem6 Oscor Class Job Salary 
EQ 1 AQO 
N 81 
Semi 
. 
037 1.000 
n 81 81 
Sesn2 
. 161. LOGO 
n 81 81 81 
Semi 
. 
217 i3 *` f 
. 
(3i1ä 
n 81 81 81 81 
Sem4 
. 064 A4,15" 73** ýA *" 1.000 
n 81 81 81 81 81 
Sems 
. 193 . 156 . 
207 
. 
212 
_180 1.000 
n 81 81 81 81 81 81 
Sen* 
. 
113 1.000 
n 81 81 81 81 81 81 81 
Oscar 
. 171 . 
574** '! 8 '' 8 "! '' 344 * 7iß`, "' 4.000 
n 81 81 81 81 81 81 81 81 
Class 
. 164 . 
5864 
, ß" . 812" 
0224* ` ; 721jß 884: " 1.000 
n 81 81 81 81 81 81 81 81 81 
job 016 081 =; -. 3220 -. 350 . 352 464' 1.000 
n 28 28 28 28 28 28 28 28 28 28 
-Salary -. 058 -. 359 -. 254 -. 266 -. 696 -. 250 -. 243 -. 410 -. 535 Z. _1.000 
n 5 5 5 5 5 5 5 5 5 55 
cwekum is bgrf ca t et tfe 0.05 icvei (2491w), 
" Correlation is si caft at the 0.01 LoM (2-ta1ed). 
a Camä be computed because at 'east one of the variables is constant. 
Appendix D18: Pearson Correlation U[S W-1998 
EQ Semi Sem2 Serß- Sem4 Semi` Seri" Osoöt" Gass Job Salary 
EQ 1.100 
N 60 
uni i 1.000 
n 60 60 
Sem2 _4144' ; 6O? "' 1.000 
st 60 60 60 
Sem3 44i -t i`15* M2" 1.000 
n 60 60 60 60 
Sem . 
3r3 .: 474" `" 1.000 
n 60 60 60 60 60 
5 244 1.000 
n 60 60 60 60 60 60 
Sen VT I 35 ' Aow W45" 4467" 48 !" 1.000 
n 60 60 60 60 60 60 60 
Oscor l 1ý1*` 
_ 
$z# J4ßM ;6" 170" fi4*` 77 1.000 
n 60 60 60 60 60 60 
60 60 
Class ý 'gis W::, 
$45r"F w'" 644" 44V AM-* «* 1.000 
60 60 60 60 60 60 60 60 60 
,o -. 
647r -. 066 -. 224 -. 294 -. 046 -. 438 -. 309 -. 255 -. 
144 1.000 
} 13 13 13 13 13 13 13 13 13 13 n 
Salary -. 302 -. 
598 . 
100 -. 306 -. 700 -. 577 -. 374 -. 600 -. 577 a. 1.000 
4 4 4 4 4 4 4 4 444 n 
s, is signi" at the o. os tzwet (z-tanea). 
"* Conplat sn is yx ficw t at the 0.01 ! c, *e! 
(2-ta0e4). 
a Cannot be computed 
because at least one of the variables is constant. 
qcA 
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A xnft D19: UITM Degrees EQ Mean (199 19999} Anova 
Sum of Squares [f Meant F Sig. 
n 73.951 2 36.975 4.891 
. 
009 th n 1360.733 180 7.560 
olai 1434,689 182 
Appendix D20: WT M. Degrees EQ Mean Between Course T-Test 
t evene's Test for 
Equality of t-test for Equality of Means 
variances 
Mean SE 95% Cl 
F Sig T Df (2-taff? d) Diff. Dill Lower Upper 
EVA 4.304 
. 
039 -. 268 181 . 
789 -. 11 . 
42 -. 95 . 
72 
EVnA -. 25& 1-37.2--2& . 
7997 -. 11 . 
44 -. 98 . 
76 
tvA- _t vanance assm d SE - Standard Erra- E ItM - Equal variance not assumed Cl - Confiderce Interval 
Appendix D21: üiTM Decrees EQ Mean Between Course by Year T-Test 
Las's Test for 
Equality of 
vadanres 
f-fest for Equality of Means 
Sig. Mean SE 95% Cl 
F Sig T Dfr (2-tailed) Diff. Diff. Lower Upper 
1997 EVA 
. 
010 
. 
920 -. 291 55 . 
772 -. 22 . 
75 -1.72 1.29 
EVnA -. 282 35.479 . 
780 -. 22 . 
78 -1.80 1.36 
1998 EVA 3.393 
. 
069 -. 349 76 . 
728 -. 24 . 
70 -1.64 1.15 
EVrrA -. 347 70178 . 
729 -. 24 . 
70 -1.65 1.16 
1999 EVA 1.538 . 
221 -. 296 46 . 769 -. 
20 . 
67 -1.55 1,16 
EVnA -. 275_ 26.858 . 
785 -. 20 . 
72 -1.69 1.29 
EVA- Equal vanance asstx»ea 5t - 5ianoara trror 
EVnA - Eft vanance not assumed C- 
Confidence Interval 
Appendix D22: Pearson Corretation UiTM BHM - t997 
EQ Sem1- Sem2 Soma Sem4 Oscor DC Job- Salary 
¬Q 1.000 
N 37 
Semi pr Z. ooo 
N 37 37 
Sen-(2 364' !" 1.000 
N 37 37 37 
Sem3 M7 . 
087 . 
303 1.000 
N 37 37 37 37 
ßm4 266 4ý-'` 51 "`"' 593'"' 1.000 
N 37 37 37 37 37 
Oscor 18i ** 1.000 
N 37 37 37 37 37 37 
: 071: ;3" ** v " 4A'` AO7'±' 1.000 
N 37 37 37 37 37 37 
37 
Job --044- . 
206 _236 . 
028 . 
373 . 317 . 
308 1.000 
N 17 17 . 17 17 
17 17 17 17 
Salary -. 314 . 
176 . 
478 . 
367 . 
472 . 
314 . 
192 1.000 
16 16 16 16 16 16 16 16 16 N 
f Qý signdicantat t). O Iv 1("1-'Latin 
*fýý elation-sigiiflt at 
0.01 level (2-tiled) 
*107 
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Pppenäx D23: Pearson Correlation UiTM Br-t 1998 
EQ Sem l Sem2 
ECG 1. äO0 
n 40 
Sein i 
. 
234 1.000 
n 40 40 
Seme ' 441 1.00 
!a 40 40 40 
Semi 
. 
286 
. 
249 00 A00 
n 40 40 40 
Sem4 # 6*" '"` 4i 
ti 40, 40 40- 
... Osoor 
R 40 40 40 
DC w 
M'R l 
W 
P 40 40 40 
Jab -290 . 402 . 
2ßl 
n 21 2-1 21 
Salary . 
317 
. 
33¬3 
. 255 
n 15 15 15 
sýgýý at 0-05leve. 1 (2-tailed) 
ct*Te-ia .ýc; mt at 0: 01 Iev 1(-rail 
Semi Sem4 Oscor DC Job. Salary 
1.000 
4£0 
. 250 1. J 
40 4- 
"` 1.000 
40 40 40 
1 000 
- 
40 40 40 40 
-. 011' . 
1-69 
. 337 . 
393 1,000. 
21 21 21 21 21 
. 
257 
. 
175 
. 362 . 
366 M8 1.000 
15 15 15 15 15 15 
Appendix 024: Pearson Correlation Ui iM BHM - 1999 
I EQ Sem1 Serr. 2 Simi Sem4 Oscor DC Job Salary 
EQ 1-000 
n 31 
Seit'!. ` 1.. 000 
n 31 31 
Sern2 S4' ': 1.000 
n 31 31 31 
Sern3 J_2 . 
194 317 1.000 
n 31 31 31- 31. 
Sem4 32* 323 f 
7* w 1-000 
n 31 31 31 31 31 
Os cor 69 a -7 * 4"'f 1.00 0 
n 31 31 31 31 31 31 
DC 430" . 
249 486 7a :Z1" 1,000- 
n 31 31 31 31 31 31 31 
Job a a a_ a a. a. a. a. 
n 0 0 0 0 0 0 00 
Salary a a a a. a. a. a a. a- 
n. 4 4 0 0 0 0 000 
*Correlati on si v t at O. O5level (2-tailed) 
q4 fi aiit at. 0.0l Icvcl (2-ta kd ) 
rnh tl pi i bocat at leset one of the variables is constant 
11ok 
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Appendix D25: Pearson Correlation UiTM BFSM 1997 
ECG Semi : Se-m2 
EQ 1. flbd 
n 20 
Semi 723 1.000 
20 20 
m2 1.000 
R 20 20 20 
Semi t 61 a! 
1 20 20 
20 
Semit 
n 20 20 20 
Oscor -J " 86 887'"'' 
R 20 20 20 
DC & 
n 20 20 20 
Job . 
289 559 * i 0* 
n 1s 16 16 
Salary 381 . 
431 
. 120 
n 10 10 10 
"ýCorreiatian significant at 0. O51evel (2-tailed) 
", Correlation sitiiicarut at 0.01 level (2 tailed) 
Semi Sem4 Oscor DC Job Salary 
1,000 
20 
*r 1.000 
20 20 
20 20 20 
91p** 1,000 
20 20 20 20 
? `* 
. 
452 T7" :? 594* 1.000 
16 16 16 16 16 
, 
605 11' 
. 
522 
. 423 . 176 t 000 
10 10 10 10 10 10 
Appendix D26: Pearson Correlation UiTM BFSM -1 
Eta sern 1 Sem2 Ser n3 Sem4 Oscor DC Job Salary 
EQ 1.000 
a 38 
Sem 1 -639 1.000 
n 38 38 
Sem2 . 
318 tai 
n 38 38 38 
Semi . 
173 . 
105 1.000 
n 38 38 38 38 
Sem4 .¬ 53 " 587 541** A'` 1.000 
n 38 38 38 38 38 
n 38 38 38 38 38 38 
DC ßt3 '* 1.300 
n 38 38 38 38 38 38 38 
Job . 160 . 
106 . 
283 -. 069 . 
114 
. 
166 . 107 
1.000 
n 16 16 16 16 16 16 16 16 
Salary . 
113 -. 077 . 
294 -. Ct29 . 
015 
. 
085 
. 
170 hill 1.0 
n 13 13 13 13 13 13 13 13 13 
*( T lati<_m alg ücaa)t at O. (b w! ýý-t_ thd) 
* (-,, $TdldlItüll IIifi ]L at 
0.01 level (24ail d) 
1400 
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Appendix D27: Pearson Cori elation UiTM BFSM -1999 
EQ Semi Sem2 Sem3 Sem4 Oscor DC Job Salary 
EQ 1. (0(7 
n 17 
Sem1 . 
117 1.000 
n 17 17 
ß., m2 . 
232 8C 2* 1.000 
n 17 17 17 
Semi . 286 1* ý' 1.000 
r, 17 17 17 17 
Sem4 "334 
W-" 
. 458 
1. ßß0 
n 17 17 17 17 17 
Oscor 289 874j 9 " . 7720x', 1.000 
n 17 17 17 17 17 17 
. 
414 
. 760 
1.000 
n 11' 17 17 17 17 17 17 
Job -. 196 - 926 " -. 869 . 
97 1.000 
n 5 5 5 5 5 5 5 5 
Salary . 
196 29 953 869 . 
978 , 
979 * 1 0OO -1.000 1.000 
n 5 5 5 5 5 5 5 551 
*i ; mrelatican s% rant at O. O5levei (2-tailed. ) 
**Cim-a}aCicin significant at. 0.01 level (2-tailed) 
Ann 
1 11-1--. - 
Appendix E 
Appendix El: UniS Graduate (Overall) Correlation Model 
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Appendix E2: UnIS BHCM (Overall) Correlation Model 
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Appendix E3: UniS BiHTM {Overall} Correlation Model 
Appendix E4: UiTM Diploma (Overall) Correlation Model 
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Appendix E6: UITM DFSM (Overall) Correlation Model 
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ppendix E7: UiTM Degree (Overa!! ) Correlation Model 
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Rppe EB: UffM BHM- (O aFConelation Mode! 
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Ap endfix E9 UiTM ßFSM (4verai! ) Correlation Male! 
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Appendices 
Appendix F 
Sample of Indodual Student Level Data 
AfR 
Code Course Year nrolY Sex Age Nat Points Lng1 Lng2 Acc AFB BS BRA BRD Claw Gast 
A951001 1 95 1 1 2 1 12 57 35 59 81 85 65 0 
A951002 1 95 1 2 2 3 24 31 32 36 51 35 40 45 53 
A951003 1 95 1 2 1 1 14 52 57 53 57 56 58 59 50 
A951004 1 95 1 2 1 1 20 54 37 59 52 66 52 50 
A951005 1 95 1 1 1 1 16 44 53 35 34 45 30 53 
A951006 1 95 1 2 1 2 24 72 70 49 64 36 62 72 40 
A951007 1 95 1 2 1 3 12 70 68 59 67 40 57 71 49 
A951008 1 95 1 2 2 3 28 
A951009 1 95 1 2 1 1 24 5 39 56 50 56 69 69 
A951010 1 95 1 1 1 1 26 57 55 50 71 79 36 63 
A951011 1 95 1 1 1 1 20 55 62 19 57 42 32 53 25 
A951012 1 95 1 2 1 1 18 54 59 35 62 53 68 50 50 63 
A951013 1 95 1 2 1 1 20 40 50 53 57 56 30 63 
A951014, 1 95 1 2 1 1 18 55 39 66 56 46 41 68 
A951015 1 95 1 2 1 3 28 61 53 36 58 57 35 66 40 
A951016 1 95 1 2 1 1 22 58 49 59 45 40 59 60 
A951017 1 95 1 1 1 1 20 34 47 51 58 50 50 40 50 
A951018 1 95 1 2 1 1 18 40 64 51 47 70 52 
A951019 1 95 1 2 1 1 22 47 35 62 55 45 54 75 
A951020 1 95 1 2 1 1 20 62 47 64 59 49 79 62 80 
A951021 1 95 1 1 1 1 20 48 49 45 65 68 63 55 
A951022 1 95 1 2 1 1 20 54 50 70 61 66 48 50 
A951023 1 95 1 1 2 1 24 54 49 67 44 41 61 30 
A951024 1 95 1 2 1 1 24 37 62 46 46 46 57 64 
A951025 1 95 1 1 1 1 26 53 58 55 44 52 52 51 
A951026 1 95 1 2 1 1 28 54 51 65 45 48 56 65 54 
A951027 1 95 1 1 1 1 18 59 64 69 65 42 48 74 70 
A951028 1 95 1 1 1 1 26 31 44 52 47 30 61 42 44 
A951029 1 95 1 1 1 1 28 
A951030 1 95 1 1 1 1 16 73 62 42 64 66 48 59 
A951031 1 95 1 1 1 1 12 2 39 71 38 32 51 50 82 
A951032 1 95 1 2 1 1 22 33 35 50 57 47 44 70 57 
A951033 1 95 1 2 1 1 22 52 12 48 60 60 51 62 40 
A951034 1 95 1 2 1 1 22 64 59 59 70 54 71 67 66 
A951035 1 95 1 2 2 1 24 64 59 38 64 47 31 60 49 
A951036 1 95 1 2 1 1 16 38 75 54 63 64 55 80 
A951037 1 95 1 2 1 1 19 75 63 54 62 42 30 64 
A951038 1 95 1 2 2 3 20 70 44 57 55 35 42 20 40 
A951039 1 95 1 1 1 1 16 36 64 56 42 46 45 70 
A951040 1 95 1 2 2 2 20 51 38 43 48 40 49 50 43 
A951041 1 95 1 1 2 1 16 29 35 54 44 35 65 60 
A951042 1 95 1 1 2 1 24 
A951043 1 95 1 2 1 1 18 53 59 64 60 66 63 69 
A951044 1 95 1 2 1 1 18 57 50 36 63 48 57 68 68 
A951045 1 95 1 2 1 1 26 56 43 65 59 58 69 58 
A951046 1 95 1 2 1 1 24 63 59 35 65 48 43 47 42 
A951047 1 95 1 1 2 1 24 
A951048 1 95 1 1 1 1 24 29 34 55 
35 49 46 
A951049 1 95 1 2 1 1 22 
43 69 52 46 44 70 
95 1 2 1 3 28 37 56 40 49 62 48 35 A951050 1 
A951051 1 95 1 2 2 
1 21 
2 95 1 2 1 3 24 23 59 
48 71 69 63 56 
A952001 
FBO Fsoc Fqua IM ITHL ITHI Eng LoC Liaw Mic PrM TMLI TCLI AvgL1 Lng3 Bcon 
58 72 67 58 35 44 54 77 746 130 57.4 18 
53 65 42 65 72 27 0 65 70 689.5 150 46.0 49 
72 63 78 67 54 42 48 66 818 140 58.4 63 
81 66 78 69 53 58 64 74 773.5 130 59.5 62 
68 45 44 68 47 46 42 70 642.5 130 49.4 39 
69 61 68 62 58 50 60 47 56 882.5 150 58.8 72 49 
69 65 72 65 41 66 63 76 870 140 62.1 76 69 
73 41 
59 48 50 58 63 44 48 50 64 715 140 51.1 63 
69 63 73 63 65 49 68 28 72 855.5 140 61.1 60 
52 44 44 58 40 0 58 60 625 140 44.6 57 54 
66 66 54 67 33 30 46 72 822.5 150 54.8 40 
71 63 62 70 71 35 45 65 70 788.5 140 56.3 47 
59 61 75 59 69 51 65 49 72 791.5 140 56.5 51 
64 59 72 62 60 70 48 58 772.5 140 55.2 50 60 
66 66 44 59 65 56 67 57 74 801.5 140 57.3 54 
55 54 41 57 51 44 55 67 710.5 140 50.8 49 
52 65 70 65 70 42 56 48 74 740.5 140 52.9 69 
61 62 50 51 70 60 62 46 70 775 140 55.4 62 
71 68 78 71 57 64 86 76 917 140 65.5 69 
62 59 74 63 71 38 58 52 62 803 150 53.5 57 
62 68 79 65 70 47 60 75 72 856 140 61.1 57 
75 66 72 70 41 48 65 72 739 130 56.8 60 
66 69 81 69 68 57 38 52 80 808 140 57.7 53 
65 61 63 67 47 40 54 60 713.5 130 54.9 68 
75 64 72 70 65 40 64 82 843 140 60.2 58 
78 71 80 69 66 50 60 70 904 140 64.6 67 
52 45 13 50 60 48 35 30 48 671.5 150 44.8 50 
66 74 
72 52 62 63 51 47 46 62 70 840.5 140 60.0 74 
66 52 60 60 35 59 35 38 661.5 140 47.3 72 
60 64 68 64 43 48 49 72 729 140 52.1 50 
53 61 73 64 43 64 50 50 723 140 51.6 70 
76 69 81 73 54 62 62 80 926.5 140 66.2 70 
56 63 73 60 62 60 63 62 776 140 55.4 56 
72 61 61 71 63 44 51 51 74 856.5 140 61.2 61 
68 63 71 73 73 44 58 70 70 871.5 140 62.3 52 
53 64 56 53 65 58 32 40 43 68 805.5 160 50.3 36 
58 62 62 64 64 53 70 32 68 774.5 140 55.3 62 
45 65 49 60 50 36 62 62 74 740 150 49.3 27 
52 56 39 72 41 60 55 64 643.5 130 49.5 35 
67 
66 64 78 65 61 72 76 92 858 130 66.0 61 
54 60 50 69 54 74 41 66 786.5 140 56.2 39 
73 64 69 66 52 64 75 78 805.5 130 62.0 
69 
59 49 51 67 45 60 40 66 735.5 140 52.5 
50 
62 
55 63 28 55 43 71 39 50 68 666.5 140 
47.6 35 
75 67 76 69 69 55 70 46 80 788 
140 56.3 54 
48 62 49 61 66 40 0 50 66 
683 135 50.6 43 
63 46 60 53 68 736.5 130 56.7 
42 
56 71 
FBM InfoS IHTM Mac Nut Merc OB RDM WS 
58 48 60 48 59 
43 57 58 39 59 52 42 60 
55 62 46 60 57 62 
59 63 51 64 57 30 
39 50 18 54 49 56 
51 51 46 56 62 64 
65 51 37 64 60 64 79 
63 72 68 73 
50 55 42 55 52 58 
58 66 56 46 62 64 
47 48 49 49 53 54 56 59 
46 44 43 58 57 62 
52 62 37 55 55 66 
60 65 42 49 62 
47 57 39 61 64 45 
53 65 51 56 61 60 
44 37 52 50 35 61 
56 77 61 49 58 58 
47 54 43 54 60 56 
54 64 62 64 65 64 
53 63 66 53 72 60 
70 65 55 54 68 
55 68 20 50 62 
56 56 36 59 52 66 
56 61 59 65 58 59 60 
51 58 56 55 65 54 
61 59 60 68 65 66 
47 39 48 42 57 
64 57 61 67 74 5E 
58 78 56 58 55 72 
55 51 58 41 60 62 
43 55 40 62 53 60 60 
53 56 35 57 56 68 5. ° 
65 61 51 72 60 68 
51 59 43 54 56 68 5° 
59 61 68 55 61 78 
48 51 64 49 74 
53 62 38 41 60 
52 54 62 62 60 56 
44 71 59 35 48 72 5; 
39 56 41 53 51 62 61 
61 64 65 78 65 
55 55 53 59 59 64 
51 55 43 57 57 54 6( 
63 61 44 59 56 68 6, 
45 56 44 60 54 63 62 
65 60 71 77 66 
42 51 40 44 46 64 
55 64 46 67 62 60 
48 50 40 55 42 51 6( 
55 52 66 
60 55 
Stat TML21 TCL21 AvgL21 Psta Prot Lng4 CLP 
53 290 60 48.3 0 
410.5 80 51.3 46 1 
351 60 58.5 45 1 
329 60 54.8 66 1 
271 60 45.2 49 1 
402.5 70 57.5 53 1 
521 80 65.1 63 1 
320 50 64.0 0 78 
326.5 60 54.4 62 1 
68 429 70 61.3 66 1 80 
477.5 80 59.7 46 1 
306.5 60 51.1 48 1 
324.5 60 54.1 61 1 67 
275.5 50 55.1 45 1 60 59 
375 70 53.6 49 1 
342 60 57.0 62 1 
277 60 46.2 64 1 
373 60 62.2 68 1 
327.5 60 54.6 53 1 57 
379 60 63.2 65 1 
359.5 60 59.9 50 1 
309 50 61.8 57 1 
271 50 54.2 48 1 
332 60 55.3 62 1 
426 70 60.9 61 1 
340 60 56.7 63 1 
386.5 60 64.4 62 1 
239.5 50 47.9 45 1 
462 70 66.0 67 1 
76 470 70 67.1 58 1 
344.5 60 57.4 59 1 
375.5 70 53.6 66 1 61 
404.5 70 57.8 62 1 
391 60 65.2 71 1 
391 70 55.9 56 1 
60 438.5 70 62.6 71 1 
74 354.5 60 59.1 75 1 
240 50 48.0 48 1 
350 60 58.3 68 1 57 
361 70 51.6 50 1 
352.5 70 50.4 43 1 
335.5 50 67.1 0 
352 60 58.7 48 1 69 
367 70 52.4 56 1 
430.5 70 61.5 62 1 
384 70 54.9 61 1 
335.5 50 67.1 0 
276.5 60 46.1 51 1 48 
353 60 58.8 64 1 
344 70 49.1 40 1 
65 1 
271 50 54.2 0 
Cfin FBAp FCFA Ftec HRM 
26 56 63 55 
35 53 68 50 
41 55 53 
55 63 
40 60 50 
56 62 
73 62 
65 59 62 
68 62 67 
49 59 
52 66 
31 7 60 
55 56 58 
50 63 
57 62 
68 66 
5 62 61 
64 59 
50 6 61 
68 70 65 
61 58 56 
56 55 64 56 
58 54 
49 60 66 
58 54 62 
68 56 74 
65 62 
33 62 58 
61 59 
51 64 
58 42 
57 68 
68 56 59 
59 60 59 
45 48 53 
56 64 62 
58 64 74 
38 62 
63 58 59 
48 73 
41 50 
74 62 69 
51 62 62 
37 60 46 
49 64 58 
59 62 60 
68 64 67 
60 58 43 
66 62 67 
48 30 
58 
70 
63 58 54 
ICM IFM 
70 
61 
68 
64 
50 
67 
62 
62 
78 
78 
62 
53 
70 59 
69 
64 
ITO ITRHT Mkt OA Ore SerM TML22 TCL22 AvgL2 
35 25 57 317 70 45.3 
48 51 28 65 398 80 49.8 
45 49 57 300 60 50.0 
67 57 62 374 60 62.3 
52 37 58 297 60 49.5 
67 58 55 58 356 60 59.3 
78 58 67 338 50 67.6 
67 58 63 66 518 80 64.8 
69 55 61 382 60 63.7 
59 72 46 56 421 70 60.1 
38 44 64 264 50 52.8 
70 38 55 261 60 43.5 
56 49 69 410 70 58.6 
62 61 53 408 70 58.3 
40 56 58 334 60 55.7 
72 63 62 331 50 66.2 
52 43 36 55 314 70 44.9 
55 51 64 64 357 60 59.5 
57 51 61 343 70 49.0 
63 61 74 469 70 67.0 
67 35 57 398 70 56.9 
50 52 65 398 70 56.9 
63 70 35 67 397 70 56.7 
59 46 56 336 60 56.0 
53 54 56 337 60 56.2 
65 69 58 58 448 70 64.0 
67 61 69 391 60 65.2 
44 45 55 297 60 49.5 
40 66 61 287 50 57.4 
67 75 40 67 426 70 60.9 
59 33 62 316 60 52.7 
67 61 45 359 60 59.8 
60 53 62 358 60 59.7 
52 38 60 328 60 54.7 
62 36 47 291 60 48.5 
75 47 75 457 70 65.3 
57 56 56 64 507 80 63.4 
58 61 51 332 60 55.3 
70 56 47 55 465 80 58.1 
48 48 56 55 381 70 54.4 
51 27 48 346 70 49.4 
67 61 67 68 537 80 67.1 
65 63 72 444 70 63.4 
56 24 60 283 60 47.2 
69 47 58 345 60 57.5 
50 54 61 346 60 57.7 
44 61 60 66 494 80 61.8 
55 51 58 373 70 53.3 
60 52 55 362 60 60.3 
45 20 52 0 195 60 32.5 
62 64 67 321 50 64.2 
61 56 59 50 401 70 57.3 
BStr EBD DPO FinM Elaw FNM HW InRel IHOM ITC ITM MR Proj Risk STIT SBM TML3 
55 60 28 58 60 56 54 47 688 
45 52 52 41 60 55 50 46 599 
56 63 57 51 60 63 58 62 706 
62 67 63 56 62 67 56 63 751 
50 59 58 61 53 53 668 
47 59 65 64 57 68 59 46 703 
51 70 65 69 66 67 70 63 776 
61 65 62 74 64 64 53 750 
61 67 64 68 78 61 53 776 
56 66 57 69 61 61 53 662 
52 64 59 35 61 63 60 66 699 
59 60 56 56 66 61 58 58 766 
63 64 60 56 53 70 63 64 750 
63 31 60 58 59 66 54 693 
55 54 57 62 58 58 50 55 671 
65 66 57 56 62 59 61 72 758 
56 64 67 55 53 39 668 
57 62 65 70 67 52 746 
54 65 34 62 63 61 63 705 
60 67 53 71 66 67 50 681 
62 58 56 63 65 60 58 55 66 847 
66 62 69 61 70 62 70 67 794 
55 56 67 58 66 58 64 724 
52 65 45 53 56 60 62 63 686 
49 72 62 66 64 64 57 730 
64 70 62 64 64 60 66 766 
66 63 63 70 71 66 72 750 
55 55 57 55 44 54 31 535 
61 69 62 59 60 61 67 58 744 
48 48 57 65 67 57 636 
56 57 49 47 66 65 59 60 43 776 
56 69 63 66 66 70 51 747 
46 53 48 59 70 61 53 679 
63 71 65 63 63 72 71 66 805 
60 59 26 54 51 65 59 62 671 
55 60 67 72 70 65 74 66 795 
69 62 63 20 66 65 70 57 683 
44 55 42 55 74 56 43 585 
59 60 60 61 56 70 66 49 725 
57 64 37 48 67 58 63 60 692 
63 59 32 54 56 54 55 655 
63 71 60 60 65 60 82 67 793 
70 67 41 70 67 69 66 60 779 
46 65 47 47 55 0 67 63 54 729 
49 66 67 67 59 62 51 709 
57 55 71 67 70 68 60 774 
59 69 60 69 60 61 74 
51 734 
53 60 32 66 45 
67 37 562 
54 65 66 56 70 64 53 
63 738 
47 26 50 
0 220 
65 64 63 63 67 63 60 81 56 
1014 
51 
56 49 62 62 51 50 66 688 
54 
TCL3 AvgL3 DegClass firstjob joblevel firstsal sallevel 
130 52.9 3 Club Operation Mgr 4 
120 49.9 3 Floor Hskping Supervisor 3 15000 4 
120 58.8 3 Restaurant Supervisor 3 
120 62.6 4 Graduate Trainee Mgr 4 12000 3 
120 55.7 3 Self employed 1 
120 58.6 3 
120 64.7 4 MBA 1 
120 62.5 4 
120 64.7 4 rainee Charted Accountan 4 19000 6 
110 60.2 4 Junior Business Analyst 4 18000 6 
120 58.3 3 Management Trainee 4 
130 58.9 3 Managing Director 5 
120 62.5 4 Management Trainee 4 
120 57.8 3 
120 55.9 3 
120 63.2 4 Human Resource Mgr 4 
120 55.7 3 Management Trainee 4 14000 4 
120 62.2 4 Catering Consultant 4 
120 58.8 3 Human Resource Mgr 4 20000 7 
110 61.9 4 rainee Charted Accountan 4 14000 4 
140 60.5 4 Unemployed 
120 66.2 4 Trainee Consultant 4 
120 60.3 4 
120 57.2 3 Team Administrator 4 20000 7 
120 60.8 4 Trainee Accountant 4 14500 4 
120 63.8 4 
110 68.2 4 Trainee Risk Analyst 4 12000 3 
110 48.6 1 
120 62.0 4 Marketing Researcher 3 15000 4 
110 57.8 4 VP Finance & Societies 5 
140 55.4 3 
120 62.3 4 Management Trainee 4 13500 3 
120 56.6 3 
120 67.1 4 Front Office Reception 2 14000 4 
120 55.9 3 Event Supervisor 3 17500 5 
120 66.3 4 Auditor 4 18000 6 
120 56.9 4 Project Administrator 4 16000 5 
110 53.2 3 
120 60.4 4 HR Project Officer 4 17000 6 
120 57.7 3 
120 54.6 3 
120 66.1 4 Purchase Admins Officer 4 11250 2 
120 64.9 4 Graduate Trainee 4 14000 4 
140 52.1 3 Mgr in Development 4 
120 59.1 4 
120 64.5 4 
120 61.2 4 Officer 4 
110 51.1 3 Hotel Manager 4 
120 61.5 4 
Receptionist 2 12300 3 
70 31.4 0 
160 63.4 
4 
3 57 3 
Sales Executive 4 
120 . 
code Sex AGE year OURS CGPA eqp Meco SerM HsHR FAHM Speech tml scoret SerMk OARD B973001 1 27 97 1 3.32 24 65 80 65 80 80 1320 73.333 80 65 
B973002 1 22 97 1 3.40 24 65 65 60 60 1000 62.5 65 80 
B973003 1 21 97 1 3.20 21 70 60 60 60 1000 62.5 75 75 
B973004 1 22 97 1 2.86 18 50 60 65 50 900 56.25 60 80 
B973005 1 21 97 1 3.10 21 60 65 65 65 1020 63.75 75 75 
B973006 2 21 97 1 3.12 21 65 65 65 60 1020 63.75 65 75 
B973007 1 20 97 1 3.63 27 90 75 75 90 1320 82.5 65 80 
B973008 1 20 97 1 3.00 21 55 60 60 60 940 58.75 50 70 
B973009 2 21 97 1 3.45 24 75 70 55 75 1100 68.75 60 70 
B973010 1 20 97 1 2.95 18 55 70 70 50 980 61.25 60 55 
B973011 2 23 97 1 3.31 24 65 75 70 70 1120 70 65 80 
B973012 1 23 97 1 2.97 18 60 65 60 65 80 1160 64.444 50 70 
B973013 2 20 97 1 3.12 21 55 55 65 60 940 58.75 70 70 
B973014 1 20 97 1 2.96 18 80 60 65 75 1120 70 60 80 
B973015 2 36 97 1 2.97 18 65 60 60 55 960 60 60 75 
B973016 1 30 97 1 3.13 21 50 65 65 75 1020 63.75 65 80 
B973017 2 22 97 1 2.76 18 50 60 55 60 900 56.25 70 65 
B973018 2 20 97 1 2.73 15 60 50 60 60 920 57.5 55 80 
B973019 2 20 97 1 2.81 18 50 50 50 50 75 950 52.778 60 65 
B973020 1 35 97 1 3.21 21 75 70 70 65 1120 70 75 90 
B973021 2 22 97 1 3.22 21 55 70 65 75 1060 66.25 70 80 
B973022 2 22 97 1 3.35 24 70 65 70 70 1100 68.75 70 80 
B973023 2 22 97 1 3.29 24 80 65 65 70 1120 70 60 75 
B973024 2 22 97 1 3.24 21 70 65 65 75 1100 68.75 80 75 
B973025 1 35 97 1 3.08 21 50 65 55 65 940 58.75 65 80 
B973026 2 23 97 1 3.16 21 50 50 55 65 880 55 55 65 
B973027 2 22 97 1 2.98 18 50 55 60 50 860 53.75 70 70 
B973028 1 22 97 1 2.77 18 80 70 65 80 1180 73.75 65 70 
B973029 2 23 97 1 3.35 24 70 65 70 65 1080 67.5 60 75 
B973030 2 22 97 1 3.02 21 65 55 55 60 940 58.75 65 70 
B973031 2 23 97 1 3.38 24 65 55 55 60 940 58.75 55 65 
B973032 2 22 97 1 3.09 21 60 55 60 60 940 58.75 65 70 
B973033 2 22 97 1 3.04 21 60 55 55 55 900 56.25 50 80 
B973034 2 22 97 1 3.13 21 65 55 55 60 940 58.75 60 70 
B973035 2 22 97 1 3.28 24 60 55 60 65 960 60 55 65 
B973036 2 22 97 1 3.26 24 80 75 80 65 80 1360 75.556 70 75 
B973037 1 24 97 1 3.07 21 75 60 60 55 1000 62.5 65 75 
B983001 1 21 98 1 3.14 21 60 65 70 65 1040 65 70 70 
B983002 1 22 98 1 2.98 18 55 60 60 60 940 58.75 55 70 
B983003 1 21 98 1 3.10 21 75 55 65 75 1080 67.5 60 70 
B983004 2 23 98 1 2.76 18 50 50 50 65 860 53.75 55 80 
B983005 1 23 98 1 3.39 24 50 65 60 80 1020 63.75 50 70 
B983006 1 25 98 1 3.25 24 50 70 70 55 980 61.25 65 80 
B983007 2 22 98 1 3.15 21 65 75 65 80 70 1280 71.111 65 70 
B983008 1 22 98 1 3.20 21 55 70 75 70 1080 67.5 65 80 
B983009 1 21 98 1 3.19 21 80 60 65 70 1100 68.75 55 60 
B983010 1 21 98 1 2.96 18 55 60 65 88 1072 67 55 
60 
B983011 1 21 98 1 2.91 18 75 60 65 90 1160 72.5 
65 60 
B983012 2 23 98 1 2.75 18 55 55 55 80 980 61.25 
50 55 
B983013 2 21 98 1 2.89 18 65 65 65 70 
1060 66.25 60 65 
FBOA HRDL PurP AdvF Menu BuSta Wrt Titas1 tm2 score2 Semi Rmeth Titas2 Ed tm3 score3 75 70 75 70 1600 72.7273 65 70 670 67 
70 70 60 1380 69 80 60 720 72 
65 75 65 1420 71 80 75 780 78 
70 65 50 1300 65 75 60 690 69 
75 70 60 1420 71 80 90 840 84 
70 70 70 1400 70 90 65 800 80 
80 70 90 1540 77 80 60 720 72 
70 70 55 1260 63 80 65 740 74 
65 65 80 1360 68 75 65 710 71 
65 70 60 1240 62 80 65 740 74 
60 70 65 1360 68 70 65 680 68 
70 65 75 70 1460 66.3636 80 55 700 70 
80 70 65 1420 71 80 75 780 78 
55 70 75 1360 68 70 55 640 64 
75 75 60 1380 69 80 60 720 72 
70 70 65 1400 70 75 65 710 71 
65 75 50 1300 65 80 55 700 70 
65 75 80 1420 71 75 55 670 67 
60 70 50 55 1330 60.4545 70 80 740 74 
70 75 80 1560 78 80 75 780 78 
70 75 80 1500 75 75 65 710 71 
75 80 80 1540 77 70 80 740 74 
75 75 65 1400 70 70 60 660 66 
75 80 80 1560 78 70 70 700 70 
70 75 55 1380 69 80 70 760 76 
65 75 65 1300 65 65 50 590 59 
65 70 65 1360 68 70 60 660 66 
65 70 65 1340 67 60 60 600 60 
65 70 80 1400 70 70 70 700 70 
50 75 75 1340 67 75 65 710 71 
56 65 80 1284 64.2 70 50 620 62 
65 70 70 1360 68 60 50 560 56 
65 65 60 1280 64 80 60 720 72 
70 70 80 1400 70 70 70 700 70 
60 65 80 1300 65 70 55 640 64 
65 65 80 80 1580 71.8182 80 75 780 78 
60 55 65 1280 64 60 70 640 64 
50 65 60 1260 63 75 55 670 67 
50 75 70 1280 64 80 75 780 78 
65 70 70 1340 67 70 80 740 74 
70 60 50 1260 63 75 60 690 69 
70 70 50 1240 62 75 75 750 75 
70 75 50 1360 68 75 60 690 69 
60 70 50 1260 63 70 80 740 74 
65 70 65 1380 69 70 80 740 74 
70 65 60 1240 62 75 65 710 71 
75 65 55 1240 62 70 70 
700 70 
60 65 55 1220 61 65 75 
690 69 
55 60 70 1160 58 
70 50 620 62 
60 1300 65 70 60 660 66 70 70 
HMIS HBStr Adm HosB Rproj titas3 tm4 score4 ovrlscor dclass Job Company Pay 
50 70 75 1010 63.125 69.7 4 Tutor NUM 1600 
65 65 80 1070 66.875 63.2 4 Lecturer UiTM 1600 
65 70 70 1090 68.125 65.0 4 
60 65 75 1030 64.375 59.4 3 
60 90 70 1220 76.25 68.2 4 Lecturer UiTM 1600 
50 70 65 990 61.875 63.8 4 
65 75 80 1150 71.875 71.7 5 Tutor UM 750 
55 70 75 1040 65 60.3 3 
55 75 75 1080 67.5 64.4 4 Sales Executive 1200 
55 80 75 1120 70 61.8 4.00 
50 65 65 950 59.375 62.3 4 MSc 
50 70 65 990 61.875 65.3 4 
55 75 70 1070 66.875 63.8 4 
50 65 70 960 60 61.8 4 Tutor UKT 1500 
50 65 70 960 60 60.9 3 Accommodation Oficer UiTM 1700 
60 70 65 1050 65.625 63.3 4 
55 50 55 840 52.5 56.7 3 
60 60 55 950 59.375 60.0 3 Sales Executive 1000 
65 70 70 1090 68.125 62.3 4 
65 70 80 1110 69.375 69.2 4.00 Accommodation Oficer UiTM 1700 
75 60 70 1070 66.875 65.8 4 
80 80 80 1280 80 70.6 5 
60 65 65 1010 63.125 63.5 4 
75 75 75 1200 75 69.1 4 
65 70 75 1100 68.75 63.3 4 Accommodation Oficer UiTM 1700 
50 60 70 920 57.5 55.9 3 Tutor I KI P 1200 
70 65 50 1040 65 59.4 3 
60 65 65 1010 63.125 62.6 4 
60 70 70 1060 66.25 64.2 4 Public Relation Officer 950 
60 65 65 1010 63.125 60.6 4 
55 70 55 1000 62.5 58.2 3 uest Relation Supervisor 950 
50 55 75 890 55.625 56.8 3 Marketing Executive 1100 
55 65 50 950 59.375 58.3 3 
50 60 65 910 56.875 59.8 3 Sales Advertising 1300 
55 50 70 870 54.375 57.1 3 Receptionist 750 
65 75 75 1140 71.25 73.6 5 
55 65 75 1000 62.5 59.4 3.00 
55 80 65 75 1370 68.5 65.8 4 
50 75 65 65 1300 65 65.2 4 Purchasing Officer Intekma 
50 80 75 70 1420 71 69.4 4 FOR enaissance KL 
55 50 60 1000 55.556 57.7 3 Sales Officer 750 
50 55 75 80 1290 64.5 65.2 4 F&B Executive Intekma 
50. 55 70 75 1240 62 64.7 4 Lecturer UiTM 1470 
50 80 75 75 1430 71.5 71.4 5 
50 55 80 1170 65 66.2 4 Officer Arm 
Force 1500 
50 75 70 70 1350 67.5 66.7 4 Duty Manager Quality Inn 1300 
50 70 65 75 1290 64.5 65.2 4 Purchasing Officer Carrefour JB 
1200 
50 70 60 75 1250 62.5 65.5 4 Lecturer 
UiTM 1470 
50 65 65 1110 61.667 58.6 3 
50 75 70 70 1350 67.5 66.2 4 
